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This was a study of Job Involvement in support services areas of higher
education. The basic question or problem was: What set of variables most effectively
account for the variations in the degree to which staff members are involved in their
respective jobs. The literature suggested that selected demographic characteristics of
. a work force and selected employment-situation characteristics would account for such
variations.
The population consisted of 191 staff members in the Business Office, the
Library, the Financial Aid Office, and the Student Services Department on four
campuses of two state supported universities on the Gulf-Coast of Texas.
Questionnaires were distributed to 66.5% of the population.

Ninety-five returned

anonymous questionnaires provided the 497% operating sample.
The data were analyzed via 14 variables. The dependent variable was defined by
the Job Involvement Scale (six-item form) of Lodahl and Kejner.

The nine

job-situation-independent variables were defined via the subscales of the Leader
Behavior Description Questionnaire (LBDQ) from Ohio State University.

The other

four independent variables were constructed by the author. The data were analyzed via
n-way analysis of variance, n-way analysis of covariance, simple regression and
correlation, and multiple regression and correlation.

The .05 level was the criterion

for rejecting the null hypotheses.
Significant amounts of job involvement were accounted for by sex (4.4%) and
age (4.4%).

Level of education and length of time in the job were not directly or

indirectly associated with job involvement statistically. Education suppressed some of

the effects of sex. All of the nine situational or management-activity variables had a
positive and significant total association with job involvement except domination.
Recognition was the most effective situational predictor of job involvement level.
It accounted

for 14.5%.

Semipartial coefficients indicated that the significant

amounts accounted for by other situational variables were primarily from indirect
influences via
Membership

recognition:

(7%),

Organization

Integration

(5.9%), and Initiation (5%).

(4.8%),

(3.3%),

Communication

Representation

(5.8%),

(10.2%) ,

Production

Domination suppresses the amount accounted for by

Recognition one percentage point. Sex, Age and Recognition jointly account for 23.7%.
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CHAPTER 1
INTRODUCTION

Administering the affairs of a university involves working closely with people,
building various forms of organizational relationships, distributing responsibility
and authority, and coordinating services. 1 To accomplish these objectives, the
university's support services play a major role in helping to administer the affairs of
the university. The support services component is one of the important components of
the university. The function of the staff of this component is vital if the university is
to achieve its goals.2
To · attain this effective institutional functioning, administrators must have
effective knowledge of organizational behavior. The study of organizational behaviors
(human relations), explained through the use of such behavioral sciences as sociology
and psychology, was a movement that began with research at the Hawthorn Plant of
Western Electric in 1927.
The proponents of this movement were called human relationists.

In 1960, this

movement was transformed into a new movement called "Organizational Humanism,"
expounded by such well known writers as Chris Argyris and Ren sis Likert. 3 The
Organizational Humanists' approach seeks to change management's conception of what
is good administration of people and attempts to show that these changes will be more
congruent with man's basic nature to the end that there will be greater freedom and
satisfaction at work.4

The abovementioned theory embraces the liberal spirit and

seeks to bring to staffs the opportunity for self-determination.
1James Cunningham, A Handbook of Unjyersjty Goyernance (Washington, D.C.:
University Press of America, Inc., 1978), 10.
21bid., p. 22.
·3William G. Scott and Terrence R. Mitchell, Organjzatjon Theory; A Structural and Behayjoral Ana!ysjs. 3rd ed. (Homewood, Illinois: Richard D. lrwins, Inc.,
1976), 14-16.
41bid., p. 15.

1

2

Job involvement, is the degree to which the total job situation is a central
interest of the staff member's life, i.e., the degree to which work is perceived to be a
major source for the satisfaction of important needs.5 Lawler and Hall's definition of
job involvement is "the degree to which a person perceives his total work situation to
be an important part of his life and to be central to him and his identity because of the
opportunity it affords him to satisfy his important needs."6

One might suggest that

an employee's basic attitude toward the institution is formed in part during contacts
with his or her supervisor.

While the way problems are handled at that level reflect

the attitudes of the institution as a whole, various entities (e.g., staff, management)
interrelate in the higher education workplace.

Each of these entities has a different

perspective, but all are interested in the production of services.? It is simple logic
that staffs' positive attitudes toward their jobs and toward management are vital to the
organizational goal achievement. The question lies in the creating of such situations
that can generate and sustain positive attitudes among the staff.

For employees of

various organizations to identify their former mentors or supervisors as the major
reason for their success and to be proud to say that they had worked at one time for
individuals who cared enough to teach and develop them8 indicates some success in
creating such situations.
Notwithstanding the necessity of understanding how individuals in organizational
institutions as well as how organizations behave, the area of higher education has
received only minimal representation and attention in the plethora of literature on
organizational behavior.9

Bess noted "the scarcity of extant theory about college

SR. Dubin, "Industrial Workers' World: A Study of the Central Life interests of
Industrial Workers," Social Problems. 3 (1956): 131-142.
6E. E. Lawler, Ill and D. T. Hall, "Relationships of Job Characteristics to Job
Involvement, Statisfaction, and Intrinsic Motivation," Journal of Applied Psychology.
54 (1970): 305-312.
7Ray T. Fortunato and D. Geneva Waddell, Personnel Admjnjstratjon in Higher
Education (San Francisco: Jossey-Bass, Inc., Publishers, 1981 ), 249.
81bid., p. 251.
9James L. Bess, College and
York University Press, 1984), 1.

Uniyersjty Organjzatjons. ed. (New York: New
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and university organization and administration." 10

What is known from research

about the job involvement of support staff members is largely confined to
non-educational organizations. Faculty members, students and managers in selected
administrative roles in higher education are the subjects of a great deal of research.
The support services staff members, however, seem to be the invisible members of
the institutional community in higher education.

Statement of the Problem

The present study is rooted in theoretical and research findings from
investigations largely outside of the university setting and is predicated on the
assumption that,

on the average a high degree of job involvement among staff

members in support services departments is essential to the optimum provision of
such services and to the ability of the university as a whole to achieve its goals.
Therefore, this study was designed to answer the following basic question:

Given

selected personal characteristics of support services staff members, what set of
variables most effectively accounts for the variations in the degree to which staff
members are involved in their respective jobs?

Need for the Study

The scarcity of extant theory about college and university organization and admin istration and an attempt to begin to fill that gap have just recently been
revealed. 11

This scarcity of theory is reflected in the paucity of research about

higher education.

The situation indicates the necessity

of

understanding

more

completely how individuals in organizations as well as how organizations themselves
behave.12

A review of the literature did not reveal that support services staffs in

higher education had been previously selected as populations for the studies of job
involvement.
1 0 Ibid., p. 2.

11 Ibid., p. 1.
12wnliam G. Scott and Terrance R. Mitchell, Organjzatjon Theory: A Structural and Behayjoral Ana!ysjs. 3rd ed. (Homewood, Illinois: Richard D. lrwing, Inc.,
1975), 14-16.

4

Research in the area of Job Characteristics and Job Satisfaction seemed to have
implications for revealing whether perceptions of job relationships were related to
job involvement and other things such as job compliances and self-concepts. 13
There were further implications that the perceived work environment could be
construed as one of the variables which could be used to understand the relationship
between organizational structures, characteristics and job attitudes.14

It seems

both theoretically necessary and methodologically possible for a researcher to
investigate the impact of personal and organizational characteristics on the attitudes
and behaviors of organizational members 1 5 in hierarchically partitioned and
functionally partitioned work groups. 1 6 Some researchers have recommended that
studies be done to extend the research already done on non-higher educational
institutions to different types of people working in different types of organizations
(e.g., the university}, doing different types of tasks, and using different sections of
the support services areas.17 Thus, given the several premises presented above,
the study of job involvement among support services staff members in higher
education, of their perceptions of their staff management relations in the context of
selected demographic variables and of the length of time on a job was needed for the
extension of theory and research and for a more

effective knowledge

about

the

dynamics of this area of higher education.

13Lawrence R. James and Allan P. Jones, "Perceived Job Characteristics and
Job Satisfaction: An Examination of Reciprocal Causation," Personnel Psychology 33
(1980}: 97-135.
14John E. Newman, "Understanding the Organizational Structure--Job Attitude
Relationship Through Perception of the Work Environment," Organjzatjona! Behavior
and Human Performance 14 (1975}: 371-397.
151bid., p. 394.
161bid., p. 395.
171bid., p. 371.

5

Significance of the Study

"Given its pivotal role in enhancing productivity and the quality of working life,
job involvement could be a key job designed objective for managers and consultants
attempting to improve organizational functioning and the quality of working life," 1 8
wrote McKelvey and Sekaran. Again, in view of the importance of Job Involvement
(for both the support services staff and for management) in organizations outside of
the university and given the importance of considering the characteristics of
organizational members, the results of this study should assist university
administrators in the following ways:
1 . The results should help administrators in higher education obtain more
knowledge of job involvement, of staff-management relations, and of the
impacts of these variables upon the total administration of colleges and
universities.
2. The results should assist university administrators in developing ways to
determine when support services staff members are job-involved so that the
administrators can utilize the situations in the best interest of the
university.
3. The results of this study should help administrators develop/design
staff-management relations policies or guidelines for all the members of the
university.
4. The results of this investigation should help university administrators
redesign or review the materials for the training/orientation of supervisors
or management personnel.
5. The study should furnish administrators with data regarding support
services staff members' attitudes toward higher education administration.
6. The results should put the operations listed above in a clearer theoretical
framework.

1Ssm McKelvey and Uma Sekaran, "Toward a Career Based Theory of Job
Involvement," Admioistratjye Science Quarterly 22 (1977): 281-304.

-

6

General Research Questions and Hypotheses

General Theoretical Hypothesis

Sex, age, levels of education, length of time in current job, and employeemanagement interaction environment via its several dimensions are differentially
associated with job involvement among members in higher education service departments.

The above summarizes a general theoretical view of the hypothetical

framework underlying this study.
General Research - Questions and Null Hypotheses

1.

Given job involvement as the dependent variable, given sex, age, level of
education and length of time in current job as independent, categorical
variables, and analyzing each relationship separately, does the mean job
involvement score in each category of the independent variable being
analyzed differ from one or more of the other categorical means of the
same variable and from the grand job involvement score mean, and does
each factor account for a significant amount of job involvement?

Ho 1 : The mean job involvement score in each category of the independent

variable being analyzed separately will be equal to the mean job
involvement score of all the other categories and to the grand job
involvement score mean.
2.

Given job involvement as the dependent variable and given sex, age, level
of education and length of time in current job as the only factors or
independent variables, when the factors are considered in subsets, do the
individual factors in the selected subset have significant effects on the
degree of job involvement after all other factors in the complete set or in
the selected subset are held constant?

• Ho2: The overall job involvement score for each of the four factors or for any

selected subset of factors will be equal to all the other factor means in the
complete set or in the selected factor subset and to the grand job
involvement mean score.

7

3.

Given job involvement and the nine dimensions of the staff-management
environment as variables, what are the degree, direction and nature
of each

pairwise association among the ten variables and what percent

of the variation

in the degree of job involvement is accounted for by

each of the subset of associations in which job involvement is paired with
one of the nine dimensions?
Ho3: The nine unstandardized regression coefficients, the nine associated

correlation coefficients, and the nine coefficients of determination
reflecting the separate relations between job involvement and each of the
nine dimensions of the staff-management environment will not be
significantly different from zero.
4.

Given job involvement as the dependent variable and given the nine
dimensions of the staff-management environment as the only independent
variables, what are the direction and amount of unit change in each of the
independent variables when all other independent variables are held
constant, what is the degree of association between job involvement scores
and the nine dimensions as a set, and what subset of the nine dimensions
explains significant amounts of variation in job involvement scores
without significantly lowering the multiple correlation coefficient from
the level obtained with the complete set of dimensions?

Ho4: The regression coefficients of the complete set of independent variables or

any subset of the complete set and any associated multiple correlation
coefficients will not be significantly different from zero.
5.

Given job involvement as the dependent variable,

given a single

dimension of the staff-management environment as a covariate in each of
several models, and given sex and age as factors, what is the effect of the
covariance after adjustments have been made for the factors in the
particular model and what is the amount of variance explained by each
model?
Ho 5 : The main and individual effects associated with the factors will not be

significantly different from zero, and the effect of the covariance after

8

adjustments for the factors in the particular model will not be significant
at a probability level of .05 or less.

Definition of Terms

Some of the important terms used in this study are operationally defined as
follows:
Job Involvement -- is the feeling by the employee of the university support

services that his job with the university means very much to him or her as reflected
in his or her responses on the Job Involvement Scale developed by Lodahl and Kejner
(1965).

Management -- refers to the university administration represented by the

supervisor, managers or any heads of sections in the support services areas of the
university administration.
Staff-Management Environment -- is the interaction context in terms of

measures of perceived leadership behaviors of management personnel as measured
along nine variable dimensions by the Leadership Behavior Description Questionnaire
(LBDQ) developed at Ohio State University.
Higher Education -- refers to public educational institutions in the state of

Texas beyond the secondary level that award undergraduate and/or higher academic
degrees.

Limitations and Dellminations

This investigation was limited to selected higher education institutions in the Gulf
Coast region of the state of Texas. The staffs of the support services areas of these
selected institutions were limited to those in the Library, the Business Office, the
Financial Aid Office, and the Student Services Department.

CHAPTER 2
REVIEW OF RELATED LITERATURE

This chapter provides the theoretical background of the present study and
identifies the research history of the major variables utilized in present study.

Job

involvement was the criterion or dependent variable. The independent variables were
staff-management environment dimensions, sex, age, level of education and time or
length of service on the job.

Job Involvement

Theoretical Development

When the work situation in which the individual finds himself realistically
engaged is the status-seeking motive, when the individual is busily engaged in using
his talents, understanding his work and having pleasant social relations with
management and staff members, then he or she is job identified. He or she likes his or
her work, is absorbed with it,

and is productive.

When, on the other hand, the

internal status-motive has few chances of interfacing with the external cycles of
events on the job, when the individual participates in activities which the individual
does not find meaningful, and when the individual does not really participate, then
complaining, griping, gossip,

rumor,

scape-goating, and rebellion

management come and job satisfaction is low. 1 9

against

Allport further noted that

participation has some relationships with ego-involvement. 2 0

In other words, it is

the pleasant social relations existing between the staff member and management which
make the staff member identify with his job.
Dubin, in 1955, was mainly concerned with the "Central Life Interest" in his
conceptualization of job involvement stemming from his idea that

19Gordon W. Allport, "The Psychology of Participation,"
52 (1947): 122.
201bid., pp.

117-131.
9
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encountered by a worker could represent "life interest of importance to the
.He argued that a worker was a job-involved employee who did most of

worker."21

his living on the job as opposed to a non-job-involved employee who did most of his
living off the job. 2 2
Douglas McGregor's "X" and "Y" theory also added to the development. Theory "Y"
concerned the integration of individual and organizational goals. The following were
some of the inherent assumptions:
1.

The expenditure of physical and mental effort in work is as natural as
play or rest. The average human being does not dislike work.
Depending upon controllable conditions, work may be a source of
satisfaction.

2.

External control and the threat of punishment are not the only means
for bringing about effort toward organizational objectives. Man will
exercise self-direction and self-control in the service of objectives
to which he is committed.

3.

Commitment to objectives is a function of the rewards associated with
their achievement. The most significant of such rewards, e.g., the
satisfaction of ego and self-actualization needs, can be direct products
of effort directed toward organizational objectives.

4.

The average human being learns, under proper conditions, not only to
accept but to seek responsibility.23

One of the insights gained from Theory "Y" was that the organization was likely
to suffer if it ignored the personal needs of each staff member. Thus, integration in an
organization would also demand that both management's and staff-members' needs be
recognized . Theory "X" assumed, among other things, that human beings disliked
work, a notion which was contrary to the assumption of Theory "Y."

_
21 Dubin, "Industrial Workers' World:
A Study of the Central Life Interest of
Industrial Workers," Social Problems 3 (1955): 131-142.
221bid.
23 Douglas McGregor, The Human Side of Enterprise (New York: McGraw-Hill
Book Company, Inc., 1960), 47-48.

On the other hand, Gurin, Veroff and Feld theorized that the degree of job
in".'olvement for a particular person was measured by his choice of "ego" rather than
by extrinsic factors in describing the sources of satisfaction and dissatisfaction on the
job.24

They argued that persons who were ego-involved in their jobs tended to be at

the top-end extremes on a scale of job satisfaction.
the

The writers also theorized that

"condition of work environment" could help determine the degree of ego involve-

ment:

"Persons who are ego-involved in their jobs may be affected by certain

environmental conditions to which those who are less ego-involved are
indifferent."2 5
In 1961, Dubin, explaining job involvement, contended that job involvement
began with "socialization" and the acquirement of the norms and values that were
relevant to the job.
behavior pattern,

That is, when a person internalizeds a value, norm, goal, or
these became guides for future activity."26

This theory led

Dublin to define job involvement as the internalization of values about the goodness of
work or the importance of work in the worth of the person .27
Lodahl and Kejner, acknowledging the work of earlier writers on job
involvement, contended that job involvement had been used many years ago by
psychologists such as McGregor and Allport and sociologists such as Hughes and Dubin
to describe job situations or organizational characteristics versus the individual
staffs responses.28

The psychologists explained that the situation in the

job and the technique employed by management to handle the situation
handled adequately or not?)

(i.e., Is it

could possibly translate into job involvement. Lodahl

and Kejner further described the organizational conditions that could lead to

24 G. Gurin, et al.,
Books, Inc., 1960),

job

Americans Yiew Their Mental Health (New York: Basic

251bid.

26Robert Dubin, Human Relations in Admjnjstratjon (Englewood Cliffs, NJ:
Prentice-Hall, 1961 ), 1.
27 Ibid.
28Thomas M. Lodahl and Mathilde Kejner, "The Definition and Measurement of
Job Involvement," Journal of Applied psychology 49 (1965), 24-33.
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involvement as meaningfulness of work,

adequacy of supervision, etc.29

conceptualizing job involvement, Lodahl and Kejner focused on "self-image. "

While
They

described job involvement as the "degree to which a person is identified
psychologically with his work, or the importance of work in his total self-image ."30
Maurer's study centered on the "jndjyjdual work role."

The author used

self-definition, self-evaluation, and success-definition as the constructs to explain
job involvement.

Self-definition was the degree to which an individual defined or

conceptualized himself/herself as a person primarily in terms of his/her work role.
Self-evaluation was, on the other hand, the extent to which an individual evaluated or
ranked himself/herself as a person in terms of his/her work role.

His definition of

"success-definition" was the degree to which an individual defined success in terms of
work role success. 31
In his study, Patchen focused on "general interests." Patchen theorized that the
job-involved person was highly motivated and felt a sense of pride in his work.
Patchen also cited "devotion of energy to job tasks."32

Thus, Patchen's concept

approached the ego-involvement and job-performance concepts as theorized by Victor
H. Vroom. One of the measures (identification with one's occupation) used by Patchen
also appeared to parallel Allport's explanation or description of job involvement.
Lawler and Hall's investigation was centered in "identification with one's work."
They conceptualized that "It is generally accepted that the way in which a job is
designed has a substantial impact upon the attitudes, beliefs, and feelings of the job
holder."33

They argued that there was ambiguity in the literature regarding the

distinction or commonality of (1) job-involvement, (2) needs satisfaction, and (3)
intrinsic motivation.

They considered job involvement as referring to psychological

29Ibid.
301bid.
31 J. G. Maurer, "Work Role Involvement of Industrial Supervisors," (East
Lansing: Michigan State University Business Studies, 1969), 26.
3 2 Martin Patchen, Partjcjpatjon Achievement, and Involvement on the Job
(New Jersey:
Prentice-Hall, Inc., 1970),
33E. E. Lawler, Ill and D. T. Hall, "Relationship of Job Characteristics to Job
Involvement, Satisfaction, and Intrinsic Motivation," Journal of Applied Psychology
54 (1970):
305-312.
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identification with one's work as well as the degree to which the job situation was
central to the person and his identity.34

They were quite explicit in drawing

distinctions between the two concepts as aspects of job involvement.35
Commenting on the notions of individual differences, Hulin and Blood explained
that in an urban industrial environment, blue collar workers had no desire for ego
gratification while on the job, as a result of extra work socialization processes. When
contrasted with the job-involved person, these workers viewed their jobs as means to
an end.

Work enabled these workers to satisfy their primary needs away from the

job.3 6
Siegel contended that differences in job involvement could probably be traced to
an internalized value disposition concerning work acquired early in the course of
socialization.37

While the value disposition may be formed early, Hall and Mansfield

argued that during periods of organizational stress,· job involvement should change if
it was indeed a personal characteristic.38
Job Involvement Perspectives

To Rabinowitz and Hall, one fact was clear: "There is a great deal of conceptual
confusion and proliferation of terms in our theorizing about the construct-labeled

341bid.
35samuel Rabinowitz and Douglas T. Hall, "Organizational Research on Job
Involvement," Psychologjcal Bulletin 84 (1975): 265-287.
36charles L. Hulin and Milton R. Blood, "Job Enlargement, Individual
Differences, and Worker Responses," Psychologjcal BuUetjn 69 (1978): 41-55.
37 Laurence Siegal, Industrial Psychology
Irwin, · Inc.), 333.

(Homewood, Illinois:

Richard D.

38Douglas T. Hall and Roger Mansfield, "Organizational and Individual Responses
to External Stress," Admioistratjve Science Quarterly 16 (1971 ): 533-547.
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job involvement."39
namely:

These writers identified two theoretical concepts among others,

(1) a situationally determined perspective and (2) an individual dif-

ferences perspective.

Situationally

Determined

Perspective

The situationally induced variables, as they related to job involvement, referred
to the idea that the job involvement of the employee had much to do with the situation
on the job.

The factors influencing this point of view included participation in

decision-making, leadership, attitude, and job level.
Advancing the conceptual development of job involvement, Vroom has suggested
that job factors could influence the degree to which an employee was involved in his
job.40

Moreover, Vroom put the entire burden on the administration or management

to create the situation that would enhance the employee's job performance.
McGregor and Argyris, conceptualizing about participative management, also
stressed involvement as a response to an organizational situation or condition. These
two writers seemed to have seen organizations as possible blocks to the gratification
of ego and growth needs which resulted in the decline or absence of individual
involvement on the job. The organization may slow down growth by applying undue
controls, by demanding passivity, and by requiring only a few shallow abilities. 41
Given the situation, an individual member of an organization may tend to dance to the
tune of the management, which could be damaging to institutional goal achievement.
These theorists suggested that institutions should change approaches or should design
work such that the individual member could gratify both ego and growth needs.
Somewhat similarly, Bass concluded that six conditions led to a strengthening of job
involvement:

(1) the

opportunity

to make more of the job

decisions,

(2) the

~9Rabinowitz and Hall, op. cit., pp. 265-288.
40 V. H. Vroom, "Ego-Involvement, Job Satisfaction, and Job Performance,"
Personal Psychology 15 (1962): 159-177.
41 Samuel Robinowitz and Douglas T. Hall, "Organizational Research on Job
Involvement," Psycho!ogjcal Bulletin 84 (1975): 265-288.
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feeling that one was making an important contribution to the organization's success,
(3) success, (4) achievement, (5) self-determination, and (6) freedom to set one's
own work pace. 4 2

The Individual

Differences Perspective

The individual differences perspective refers to a situation wherein the
individual member's characteristics are viewed as the forces that control the
individual in the work place. These characteristics are his or her ways of life, ways
that are difficult to change situationally. This aspect of job involvement has been tied
to the "Protestant Work Ethic" by some theorists of job involvement.

Dubin referred

to it as the moral character of work and a sense of responsibility. 43 Those aspects
could be taken as an indication that one was identified with a work environment.
Anyone who has internalized these principles or traditional values will probably be
job involved regardless of the situational context within which he might be employed.
Again, Lodahl and Kejner explained that whenever a person internalized a value,
norm, goal, or behavior pattern, these became guides for future activity.

The

argument was that these values, when internalized by a worker, were resistant to
changes in the person.

Charles L. Hulin and Milton A. Blood employed the social

background of the workers to explain individual differences.

The environmental

location of the organization was thoroughly confounded with cultural backgrounds.
These writers argued for instance, that rural mothers adhering to more rigid patterns
of socialization in their child-rearing practices would produce children who were
more likely to adopt the values of those who were in positions of authority.
Blood also argued that to some workers increased
not needed. 44

Hulin and

responsibility and autonomy were

Runyon held this view also and referred to it as traditional values that

.42 Bernard M. Bass,
1972), 25.

Organjzatjonal Psychology (Boston: Allyn and Bacon,

43Dubin, op. cit., 131-142.
4 4 charles L. Hulin and Milton R. Blood,
"Job Enlargement, Individual
Differences, and Worker Responses," Psycho!ogjcal Bulletin 69 (1968): 41-55.
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could make an employee become job-involved.45

Similarly, Siegel had argued, as

cited by Rabinowitz and Hall, that job involvement could probably be traced back to
value orientations toward . work learned early in the course of socialization and
internalized as determinants of behavior.46
Americans were aware of the seriousness toward work, "wherein men at
machines or desks could be fulfilling God's purpose so profoundly as did any monk or
nun in a convent."47

Teachings concerning stewardship also contributed immensely

to the "industrial ethos."48

People were taught to perform good works; to practice

the value and virtues of austerity, frugality, and industry; and to act as stewards in
the management and disposition of wealth."49

These beliefs and values collectively

formed the "protestant ethic," and were taught even outside the protestant community,
and could be translated into attitudes at the workplace which would resist any changes.
Wanous held a similar viewpoint regarding the "protestant ethic" referred to
earlier. Theorizing .on the relationship between an individual's socialization process
and the characteristics of a job, Wanot,1s explained that one of the earliest
determinants of an individual's work needs was his socialization environment.

An

individual was likely to adopt some work values that he/she had acquired through
socialization in the environment where he/she had grown up (urban or rural).

As a

result of such an upbringing, Wanous further contended that an individual could
develop a general value-orientation toward work which emphasized the importance of
work in one's total self-esteem

and which reinforced the belief that work could

45K. E. Runyon, "Some Interactions Between Personality Variables and
Management Styles," Journal of Applied Psychology 57 (1973): 288-294.
46Rabinowitz and Hall, loc. cit.
47 Harold Koontz and Cyril O'Donnell, Management: A System and Contingency
Analysis of Managerial Functions (New York: McGraw-Hill Book Company, 1976),
88.
4 8 Encyc!opedja Brjtannjca. vol. 15 (Chicago: Encyclopedia Britannica, Inc.,
1973), 107.
49Lodahl and Kejner, loc. cit.
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hold intrinsic satisfaction. Too, Wanous opined that such an individual would prefer a
job which had such characteristics as autonomy, variety, challenge, and

meaning-

fulness.SO
The situational perspective and the individual differences perspective are not
mutually exclusive.

Lodahl and Kejner, apart from their suggestion leaning toward

the individual differences concept, also stated that, finally, job involvement was
affected by two factors, namely:

(1) local organizational conditions and (2) value

orientations learned early in the socialization process.51
emphasized

by

Lodahl's

other conclusion

multi-dimensional attitude variable.52

that

job

This notion was

involvement

was

a

George F. Farris explained or opined that job

involvement depended upon staff-management relations.

If the interactions were

bad, the staff member would leave the organization, regardless of his/her high
performance.

Poor performers were not necessarily the only ones who left their

organization; good performers also lett.53
Job Involvement and Psychological Variables

This part of the review deals with the aspect of job involvement, or,
specifically, the notion of job involvement as a product of the interaction between the
employee and his/her employment.
relationship.

Some researchers have investigated this

Edward E. Lawler, Ill and Douglas T. Hall in 1970 conducted a study

designed to ascertain the relationship of job characteristics to job involvement,
satisfaction, and intrinsic motivation. They also looked into the relationship of these
attitudes to job design characteristics.

A sample of 291 scientists working for

research and development laboratories in Connecticut completed the questionnaire.
The results of a factor analysis showed that job involvement attitudes should be
SOJohn P. Wanous, Individual Differences and Reactions to Job Characteristics,"
Journal of Applied Psychology 59 (1974): 616-622
51 Lodahl and Kejner, loc. cit.
52Lodahl and Kejner, loc. cit.
53George F. Farris , "Predictive Study of Turnover," Personnel Psychology 24
(1971):
311-328.
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thought

of

as three separate and distinct kinds of attitudes toward a job.

Job

involvement, satisfaction and intrinsic motivation were found to be related
differentially to job design factors and to job behavior.
involvement

bore

a significant

They also found that job

positive relationship to certain job characteristics.

Four of the job description items indicated statistically significant positive
relationships to job involvement.

The correlations showed that the more the job

seemed to allow the holder to influence what went on, to be creative, and to use
his/her skills and abilities, the more involved he/she became in the job.54
Also , in 1971, Hackman and Lawler conducted a study on employee reactions to
job characteristics.
involvement.

Lodahl and Kejner's instrument was used to measure job

Data were collected from 308 telephone company employees.

The

results indicated statistically significant correlations. 5 5
Brief and Aldage in 1975 used data collected from 104 employees who were
hired to rehabilitate inmates and investigated the following:

(1) general job

satisfaction, (2) internal work motivation, (3) perceptions of job core dimensions,
(4) job involvement, and (5) higher order need strength.

The instrument utilized

was that used earlier by Hackman and Lawler, in its shortened form, however. The
results provided strong support for the presence of positive associations between a
worker's perceptions of his job characteristics (e.g ., autonomy, feedback, task
identity, and variety) and his effective responses to that job. The results of the study
also indicated that persons with higher orders needs strength, exhibited ostentatiously
stronger, positive relationships between the core job dimensions and affective
reactions involving the work itself than did individuals who were lower in "higher
order needs strength."56

54 Edward E. Lawler, Ill and Douglas T. Hall, "Relationship ·of Job
Characteristics to Job Involvement, Satisfaction, and Intrinsic Motivation," Journal
of ARplied Psychology 54 (1970): 305-312.
55J. R. Hackman and E. E. Lawler, "Employee Reactions to Job," Appljed

Psychology Monograph 55 (1971 ): 259-286.
56 Arthur P. Brief and Ramon J. Aldage, "Employee Reactions to Job
Characteristics: A Constructive Replication," Journal of Applied Psychology 60
(1975) :
182-186.
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Frederic R. Wickert in 1951 at Michigan State University investigated
"Turnover and Employees' Feelings of Ego-Involvement in the Day-to-Day Operations
of a Company."57
the Michigan

The participants in the study were young women employees of

Bell Telephone Company (N=600) and 97 Pontiac (Michigan)

operators. Turnover was found to be significantly related to these employees' feelings
of ego-involvement in the day-to-day operations of the company.58
Lodahl and Kejner related their measure of job involvement to job satisfaction. Job satisfaction was measured by the Job Description Index (JOI), developed by
Kendall, Smith, Hulin, and Lock.

Data were collected from a sample of engineers. The

results showed four of the five satisfaction variables were positively associated with
(1) work itself

(r=.20, p.< .01);

(r=.38), p<.01);

and

(2) promotion (r-.37, p<.01);

(4) people (r=.37, p<.01 ).

(3) supervision

These findings led the re-

searchers to conclude that job involvement was the same as job satisfaction, although
they may have some of the same determinants.59
Arthur S. Gechman and Yoash Wiener (1975) conducted a study of job
involvement and satisfaction as these related to mental health and personal time
devoted to work.

A week-long daily record and self-report measures of job

involvement, satisfaction, and mental health were completed by 54 female elementary
school teachers from an innovative, high-quality suburban school system.GO

Job

involvement was measured by a 20-item scale developed by Lodahl and Kejner
(1965). For job satisfaction, seven items were combined to form an index of overall
job satisfaction. 61

57Frederic R Wickert, "Turnover and Employees' Feelings of Ego-Involvement
in the Day-to-Day Operations of a Company," Personnel Psychology 4 (1951 ):
185-197.
581bid .
.59Lodahl and Kejner, loc. cit.
60Arthur S. Gechman and Yoash Wiener, "Job Involvement and Satisfaction as
Related to Mental Health and Personal Time Devoted to Work," Journal of Applied
Psychology so (1975): 521-523.
611bid., p. 522.
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A study conducted by Weissenberg and Gruenfeld focused on the relationship
between motivation and hygiene satisfaction variables to job involvement.
for the study came from a sample of 96 civil service supervisors.
Satisfaction Scale was used in the study.

The data

Wernimont's Job

The job involvement scale developed by

Lodahl and Kejner was also used to measure job involvement.

Weissenberg and

Gruenfeld defined motivation satisfaction variables as recognition, achievement, and
responsibility. The results were that motivation and satisfaction variables correlated
significantly with job involvement and increased along increasing levels of
satisfaction with motivation variables.62
Hall, Schneider and Nygren used a sample of 141 foresters in the eastern region
of the U.S. in their study on "Personal Factors in Organizational Identification." Each
participant was sent a questionnaire which included job attitude, among others. Job
attitudes were measured through a modification of the job involvement scale developed
by Lodahl and Kejner (1965). In the Likert-Scale format, the questionnaire was sent
to the participants who were asked to indicate agreement (strongly agree = 1} or
disagreement (strongly disagree = 7) with the statement as a description of the way
they saw (1} their job challenge, (2) their job involvement, etc.

The results

indicated that the degree of identification was positively related to job involvement
(r = .30,

p<.01).63

Schwyhart and Smith, using two samples of 149 white-collar middle managers,
investigated the nature of job involvement and its relationship to other variables.
Both company satisfaction (CS} and job involvement (JI} used 20-item Likert scales;
the researchers found that there were a significant positive linear relationships
between JI and CS (r = .44, .45; p<.05). In their discussion, the researchers stated

6 2 Peter Weissenberg and Leopold W. Gruenfeld, "Relationship Between Job
Sa~isfaction and Job Involvement," Journal of Applied Psychology 52 (1968}:
469-473.
630. T. Hall, B. Schneider, and H. T. Nygren, "Personal Factors in Organizational Identification," Admioistratjye Science Quarterly 15 (1970): 176-190.
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that the findings supported the idea that workers for whom the job was important to
their self-image tended to be satisfied with the organization that employed them .64
Schuler (1975) conducted a study on "Determinants of Job Involvement."

The

researcher collected the data from a sample of 325 employees of a large
manufacturing organization in the northeastern United States.

The job involvement

scale was taken from Siegel and Ruh, who had adapted it from the original scale
developed by Lodahl and Kejner.

The findings indicated that job involvement was

significantly related to the satisfaction variables.GS
Jones, James and Bruni in 1975, investigated perceived leadership behavior
and employee confidence in the leader as moderated by job involvement.

Job

involvement was measured by a six-item subset of the 20-item instrument developed
by Lodahl and Kejner. The results showed a positive correlation (r = .36, p< .01). 66
Likewise, Silha Mannheim, at the Israel Institute of Technology, conducted a
study titled "A Comparative Study of Work Centrality, Job Rewards and Satisfaction."
The data were collected from 778 urban males at all job levels in the labor force of
Israel. The results indicated that there was negative correlation with age.67

Job Involvement and Job Performance

Vroom investigated ego-involvement, job satisfaction and job performance
variables. The data for this study were collected from a sample of 94 supervisory and

64winston R. Schwyhart and Patricia Cain-Smith, "Factors in the Job
Involvement of Middle Managers," Journal of Applied Psychology 56 (1972):
224-233 .
65Randall S. Schuler, "Determinants of Job Involvement: Individual vs.
Organizational, An Extension of the Literature," Academy of Management Proceedings
(1975):
149-151.
661bid.
67silha Mannheim, "A Comparative Study of Work Centrality, Job Rewards and
Satisfaction," Sociology of Work Occupation 2 (1975): 79-102.
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305 non-supervisory employees in a medium-sized electronics manufacturing
company located in the southwestern United States.6 8

This part of the investigation

was centered in the first hypothesis, which stated:

"The greater the amount of

autonomy afforded a person in his work role, the greater the positive relationship
between the amount of his ego-involvement in his job and his level of job
performance."69

The second hypothesis was tested in a sample of 489 hourly

blue-collar workers in a large Canadian oil refinery.

The second hypothesis stated :

the more ego-involved a person was in his job, the greater the positive relationship
between the amount of his opportunity for self-expression in that job and his job
satisfaction and adjustment.

For ego-involvement in both samples, the researcher

measured the variables by means of the following question:

If a problem comes up in

your work and it isn't all settled by the time you go home, how likely is it that you
will find yourself thinking about it after work?70

Vroom posed the above question

because he was applying the belief that recall of interrupted tasks and tensions would
be greater for those individuals who were ego-involved in their tasks.

Vroom found a

significantly positive relationship between ego-involvement and job performance.
The results also indicated that those persons who were ego-involved in their jobs
were rated higher in job performance than were those who were not ego-involved in
their jobs.? 1
Lodahl and Kejner, in their study of a sample of engineers (N = 70), found no
significant relationship between the two variables (job involvement and job
performance). The study used the 20-item scale developed by the authors to measure
job involvement, and performance was measured by data on percentage of salary

increases. 72

68 Victor H. Vroom, "Ego Involvement, Job Satisfaction, and Job Performance,"

Personal Psychology 15 (1962): 159-1 n.
69 Ibid., p. 162.
701bid., p . 163.
71 Ibid., pp . 159-177.
72Lodahl and Kejner, loc. cit.
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Hall and Lawler investigated the "Relationship of Job Characteristics to Job
Involvement, Satisfaction, and Intrinsic Motivation."

Data were collected from 291

scientists in 22 research and development laboratories.

Six of the items recom-

mended by Lodahl and Kejner were used to measure job involvement.

Performance

measures of three types were employed:

global technical performance, objective

performance, and composite performance.

The findings indicated that job involve-

ment was significantly,

positively related to global technical performance ( r = .43,

p< .05), but not to the objective or composite measures.73
Goodman, Rose and Furcon studied the relationship between job involvement and
performance. Data for this study were gathered from 66 scientists and engineers in a
government research laboratory.
Kejner's job involvement scale.

Job dedication was measured by Lodahl and
Performance was measured by actual and self-

reported publications,

by output,

by self-reports of presentations at formal

scientific meetings, and

by self-reports of unpublished papers and reports.

The

results showed no significant relationships between job dedication and job
involvement. 7 4
In 1975, Schuler investigated the relationship between job involvement and
average job performance.

His study was titled "Determinants of Job Involvement."

The subjects for this study were 174 manufacturing organization employees.

He

found a significant relationship between job involvement and average job performance.75

72Lodahl and Kejner, loc. cit.
73Edward E. Lawler, II and Douglas T. Hall, "Relationship of Job Characteristics
to Job Involvement, Satisfaction, and Intrinsic Motivation," Journal of Applied
Psychology 54 (1970): 305-312.

?4 P.

S. Goodman, et al., "Comparison of Motivational Antecedents of the Work
Performance of Scientists and Engineers," Journal of Applied Psychology 54 (1970):
491-495.
7 SRandall S. Schuler, "Determinants of Job Involvement: Individual vs.
Organizational, An Extension of the Literature," Academy of Management Proceed~ (1975), 155-156.
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Job Involvement and Demographic Variables

Age

Lodahl and Kejner looked at job involvement and age in their study of 137
nursing personnel consisting of head nurses , staff nurses , practical nurses, nurses
aides, and orderlies in a big hospital in the United States in 1965.

Total job

involvement scores were correlated with age among other demographic variables . The
results indicated that total job involvement scores positively correlated with age (r =
.26, p<

.01 ).

The researchers also analyzed the sample for the engineers who

worked in an advanced development laboratory and who participated in the survey for
"Further Item Reduction and Cross Validation of the (11) Scale."

They found no

significant correlation between job involvement and age.76
In 1973, Hall and Mansfield investigated the relationship between age and job
involve- ment.

Data came from the non-managerial employees of research and

development laboratories (N=290 at Time 1;

at Time 2).

For job

involvement, Lodahl and Kejner's job involvement measure was employed.

The result

time 1 data (r = .29,

N=90

P< .01) and time 2 data showed a significant positive

correlations between job involvement and age.7 7

Likewise, Randall S. Schuler

(1975), analyzed the relationship between age and job involvement for 325
employees sampled from all levels of a large manufacturing organization located in the
northwestern United States.
(r = .24,

A positive relationship was found for the two variables

p<.01).78

76Lodahl and Kejner, loc. cit.
77 D. T. Hall and R. Mansfield, "Relationships of Age and Seniority with Career
Variables of Engineers and Scientists," Journal of Applied Psychology 60 (1973):
201-210.
78Randall S. Schuler, "Determinants of Job Involvement: Individual vs.
Organizational, An Extension of the Literature," Academy of Management Proceedings
(1975), 152-153.
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Also in 1975, Aldag and Brief conducted a study using sub-samples of
manufacturing operatives, hospital workers, correctional employees, and police
officers from businesses located in the northern United States. A total sample of 439
was used. A two-item measure from the Job Involvement Scale developed by Lodahl
and Kejner was used to measure job involvement. The findings indicated that there
was a significant positive relationship between age and job involvement in three of the
four sub-samples (r = .26,

.40,

.29;

P< .0-5). 7 9

Rabinowitz, Hall, and Goodale (1977), using a sample of 332 employees of a
Canadian provincial government ministry, conducted a study on job scope and
individual differences as predictors of job involvement.

As a measure of job

involvement, they used four items from Lodahl and Kejner's scale.

The results

indicated that age was significantly related to job involvement, when it was entered
into a stepwise regression procedure.BO

Also, during the following year, 1978,

Frank Saal studied job involvement, using a multi-variate approach, and collecting
data from 218 workers in a medium-sized manufacturing organization.

The 20-item

scale developed by Lodahl and Kejner was used to measure job involvement. The
results indicated a significant positive correlation between age and job involvement
(r

= .34, p< .05).8 1
Stevens, Beyer, and Trice conducted a study on "Assessing Personal, Role, and

Organizational Predictors of Managerial Commitment."
in this study was age.

One of the variables examined

Data were gathered from 634 supervisors in federal

government installations in the Departments of Health, Education and Welfare,
Transportation, Justice, Agriculture, Commerce, Housing and Urban Development,
Interior, Treasury, and General Services Administration by randomly sampling
installations located in the Boston, New York

and Philadelphia areas.

The results

79R. J. Aldag and A. P. Brief, "Age, Work Values and Employee Reactions,"
Industrial Gerontology 4 (19TT): 192-197.
80samuel Rabinowitz, Douglas Hall, and J. G. Goodale, "Job Scope and Individual
Differences as Predictors of Job Involvement: Independent or Interactive?" Academy
of Management Journal 20 (1977): 273-281.
8 1 Frank E. Saal, "Job Involvement:
Applied Psychology 63 (1978): 53-61.

A Multi-variate Approach," Journal of
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indicated that there was a statistically significant relationship (r = .177, P< .001)
between age and job involvement. 82
Reitz and Jewell collected data from a sample of 2,882 industrial workers
drawn from diverse worksites in six countries, including the United States.
measure of job involvement used was a 45-item job involvement scale.
findings included a statistically significant relationship (r = .13,

The

The relevant

P< .05) between

age and job involvement in five of the six countries, including the United States from
which the data were collected.83
In 1979, Warr, Cook, and Wall, using two combined samples of 590 blue collar
male workers within the United Kingdom, conducted a study

titled "Scales for the

Measurement of Some Work Attitudes and Aspects of Psychological Well-being." They
employed a six-item work involvement scale to measure job involvement.
results showed no significant relationship (r = .04,

The

p< .05) between age and job

involvement. 84
Blumberg (1980) made an exploratory study of a Pennsylvania coal mine, using
data collected from a sample of 54 male coal miners. His scale was made up of 19 of
the 20 items from Lodahl and Kejner's scale.

He found that a significantly positive

relationship (r = .40, P< .01) existed between age and job involvement.BS
In 1983, in San Francisco, Halnon focused his investigation focused on age and
commitment to work.

The data source for this study was the 1977 Quality of

Employment Survey developed by the Survey Research Center of the University of
Michigan.

According to the researcher, job involvement was one of the various

82J. M. Stevens, J. M. Beyer, and H. M. Trice, "Assessing Personal, Role, and
Organization Predictors of Managerial Commitment," Academy of Management Journal
21 (1978): 380-396.
83H. J. Reitz and L. N. Jewell, "Sex, Locus of Control, and Job Involvement: A
Six-Country Investigation," Academy of Management Journal 22 (1979): 72-80.
B4 P. Warr, J. Cook, and T. Wall, "Scales for the Measurement of Some Work
Attitudes and Aspects of Psychological Well-Being," Journal of Occupat;onal
Psychology s2 (1979): 129-148.
85M. Blumbert, "Job Switching in Autonomous Work Groups: An Exploratory
Study in a Pennsylvania Coal Mine," Academy of Management Journal 23 (1980):
187-206.
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indicators of commitment to work.

Other indicators included work role, non -

economical orientation to work, and work effort. The researcher made use of the data
collected from a sample of 1,311 non-farm wage and salary employees used in the
1977 Quality of Employment Survey.

Job involvement was measured by three

qualities of employment survey items drawn from the job involvement scale developed
by Lodahl and Kejner.

The results indicated that there was a positive relationsh ip

between age and job involvement.86

Level of Education

Siegel and Ruh conducted a study on job involvement and other correlations,
including level of education.

The data source came from a sample of 2,628 employees

in 22 separate units of six manufacturing organizations in the midwest. The findings
indicated that job involvement was not significantly correlated with educational
level.a 7
At Texas Christian University, Jones, et al conducted a study to find out if level
of education was correlated with job involvement. Data were collected from a sample
of 112 civil servants and military personnel.

The researchers concluded that there

was no relationship between years of education or highest degree obtained and job
involvement for the sample of civil service and military employees.88
Silha -Mannheim's study, "A Comparative Summary of Work Centrality, Job
Rewards and Satisfaction," was conducted at the Institute of Technology in Israel, was
reviewed. The data came from a sample of 778 workers in Israel. Unlike Siegel and
Ruh and Jones et al, Mannheim found a positive relationship between job involvement
and education.89
86Martin D. Halnon, "Age and Commitment to Work," Annual Scientific Meeting
of the Gerontological Society, San Francisco, CA., November 17-22, 1983.
87 Alan L. Siegel and Robert A. Ruh, "Job Involvement, Participation in Decision
Making, Personal Background and Job Behavior," Organjzatjonal Behavior and Human
Performance 9 (1973): 318-327.
88Jones, et al., pp. 146-149.
89Bilha Mannheim, "A Comparative Study of Work Centrality, Job Rewards and
Satisfaction," Sociology of Work Occupation 2 (1975): 79-102.
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Finally, Knoop investigated "Job Involvement of Teachers." He obtained his data
from a sample of 838 elementary school teachers and 975 secondary school teachers
employed by 32 school boards in Ontario, Canada. Job involvement was measured by a
six-item scale developed by Lodahl and Kejner.

The results indicated that level of

education was significantly, positively correlated with job involvement. 90

Sex
Charles J. Hollon and Gary R. Gemmill (1976), conducted a study in which they
compared female and male professors' job involvement.

The aim was to establish

whether and how female teaching professionals in academe differed significantly from
their male counterparts as regards perceived job involvements. Data were collected
from a sample of 321
community colleges.

teaching professionals from several two-year public

Job involvement was assessed through the use of the six-item

short form of a job involvement scale developed by Lodahl and Kejner (1965). The
results of the study indicated

that female teaching faculty members reported

significantly lower levels of job involvement than did their male counterparts. 91
In 1980, in Ontario, Canada, Knoop studied the relationship of job involvement
to demographic variables in "Job Involvement of Teachers."

The demographic

variables measured were age, sex, marital status, education, overall experience,
non-teaching experience, experience in present school, income, size of school, location of school (metropolitan, suburban area, small city, rural area) and hierarchical

position (teacher,

department head,

principal or vice-principal).

For

90Robert Knoop, "Job Involvement of Teachers," Meeting of the Midwestern
Educational Research Association, Toledo, Ohio, 1980, 208-508.
· 9 1Charles J. Hollon and Gary R. Gemmill, "A Comparison of Female and Male
Professors on Participation in Decision Making, Job Related Tension, Job Involvement
and Job Satisfaction," Educatjonal Admjnjstratjon Quarterly 12 (1976): 80-93.
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both samples, male and female teachers, experienced and inexperienced teachers , and
highly and poorly paid teachers were equally involved in their work_92
Period of Time in a Job

Lodahl, in 1964, conducted a study on "Patterns of Job Attitudes." In the study,
he investigated the correlationality of job involvement and "time on the job."

The

subjects for this study were women employees (N=20) in a precision electronics
assembly organization. He observed some positive correlations between job involvement and "time on the job."93
Schneider, Hall and Nygren (1971) conducted a study on "Self-image and Job
Characteristics as Correlates of Changing Organizational Identification."

The data

were collected from a sample of 141 United Forest Service Professionals.

The

six-item job involvement scale developed by Lodahl and Kejner (1965) was used to
measure the data.

The results indicated that there was no significant relationship

between job involvement and length of services.94
Similarity, Schwyhart and Smith (1972) conducted a study on "Job
Involvement of the Middle Manager." In their study, the researchers investigated the
relationship between job involvement and tenure.

A sample of 149 male middle

managers participated in the survey. The results indicated no significance between
job involvement and tenure.95

The researchers said, "The findings support the idea

that more job involvement is associated with fewer hours spent on activities away
from the manager's job or home.96

921bid., p. 27.
93Thomas M. Lodahl, "Patterns of Job Attitudes in Two Assembly Technologies,"
Administrative Science Quarterly a (1964): 482-519.
94Schneider et al., "Self Image and Job Characteristics as Correlates of
Changing Organizational Identification," Human Relatjons 24 (1971 ): 397-416.
95winston R. Schwyhart and Patricia Ganin Smith, "Factors in the Job
Involvement of Middle Managers," Journal of Applied Psychology 56 (1972):
277-333.
96Ibid.

30
Jones, James and Bruni (1974) conducted a study on "Perceived Leadership
Behavior and Employee Confidence in the Leader as Moderated by Job Involvement." In
the study, the researchers investigated the relationship between job involvement and
"years in pay grade." Data from this study were collected from a sample of 112 civil
service and military engineering employees. The results indicated that there was a
positive relationship between job involvement and "years in pay grade" (r = .35, P<
.01).97
Robert Knoop (1980), in his study titled the "Job Involvement of Teachers,"
also investigated the relationship between job involvement and years of experience in
the present school.

Data came from a sample of 838 elementary school teachers and

975 secondary school teachers. Lodahl and Kejner's job involvement scale was used.
The results indicated that years of experience in present school and job involvement
were "significantly correlated for secondary teachers only."98

Measurement of Job Involvement

Studies or measurements of job involvement, for the most part, began

in 1965

with the work of Lodahl and Kejner.

Lodahl alone had observed that job involvement

was a factor affecting job attitudes.

The idea of how to measure the construct "job

involvement" was being considered at that time but had been preceded by much feeling
as to why people preferred work to idleness or how work acquired its diffuse
instrumental character.99 Most of the studies conducted on job involvement since
1965 have used the instrument developed by Thomas M. Lodahl and Mathlilde Kejner.
The title of their original study was "The Definition and Measurement of Job
Involvement."

This study was conducted at Cornell University.

study was "to define job involvement,

The purpose of their

develop a scale for measuring it,

gather

97Jones et al., 146-149.
98Knoop, op. cit., pp. 1-27.
99Thomas M. Lodahl, "Patterns of Job Attitudes in Two Assembly Technologies,"

Administrative Science Quarterly 8 {1964): 482-519.
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evidence on the reliability and validity of the scale,
the

nature

of

job

involvement

and

through

to learn something about

its correlation with other job

variables." 100 The authors utilized the scale discrimination technique of Edwards
and Kilpatrick.
involvement

Initially, 110 statements which were potentially

were

collected

from

sources,

related

to

job

including interviews. After elimina-

tion, 87 items were left and these were given to a panel of judges made up of eleven
psychologists, three sociologists, and eight second-year graduate students in a course
in human relations.

After the elimination process, only 40 items were approved.

Likert-type item analysis was then performed.

A

The 40

items were cast into the Likert format with four categories of responses (strongly
agree, agree, disagree, strongly disagree being scored 1, 2, 3, and 4, respectively).
The items were put in random order and administered to 137 nursing employees in a
hospital. These data were previously collected as a part of a larger study of nurses'
attitudes. Total scores summed over the 40 items were obtained for each person, and
the data from the 40 items plus the total job-involvement scores were intercorrelated and factor analyzed. Pierson Product Moment correlation coefficients were
factored by the method of principal axes, using unities in the diagonal; and the results
were rotated using Kaiser's Varimax Criterion. A general factor accounting for 22%
of the obtained communality emerged in the unrotated solution.

The total job

involvement score had a loading of .96 on this general factor, accounting for about
91 % of its variance.101
At the University of Chicago, Goodman, Furcon and Rose in 1969 used the
Measures of Creative Ability by the Multi-Trait, Multi-Matrix.

Measures of six

traits of creative ability were investigated using the multi-trait, multi-method
matrix.

Data were collected from a sample of 63 scientists and engineers in a

research laboratory by use of structured tests, interviews, and supervisory ratings.
The researchers found that two control traits in the matrix -- job involvement and
time extension -- exhibited substantial validity .1 02
1O0Lodahl and Kejner, foe. cit.
101 Lodahl and Kejner, foe. cit.
102p. Goodman, J. Furcon, and J. Rose, "Examination of Some Measures of
Creative Ability by the Multi-Trait, Multi-Method Matrix," Journal of Applied
Psychology 53 (1969): 240-243.
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Lodahl and Kejner at Cornell University in 1965 further reduced the items to
20 through consideration of the items total correlations , communications, and
factorial clarity and of who would then administer them to a group of engineers in an
advanced development laboratory.

Response to the survey was 69%.

In order to

compare the engineers' and nurses' data, the researchers re-scored the final 20
items for the nurses. The correlation between the original 40-item total and the final
20-item total was .88.

Data from the 20 items plus the 20-item total job

involvement scores for both the nurses and the engineers were intercorrelated and
factor-analyzed, using the same procedures as the first.
It was observed that for both groups, most of the variance in total job
involvement scores appeared on the first principal axis.

Factor 1 appeared to deal

with non-acceptance of items expressing high involvement and had the highest
correlation with the total job involvement scores.
termed duty-bound positive job involvement,

Factor 3 for the nurses was

whereas the engineers' Factor 3,

similar in content but opposite in sign to that of the nurses, dealt with rejection of
extra duties and of the general notion of work as a measure of self.

The researchers

performed an analysis of variance which indicated that the three samples (nurses,
engineers, and students) differed in respect to involvement scores. 103
findings were these:

(1) job involvement was multi-dimensional,

Among the ir
(2) the scale

discriminated among groups, and (3) the 20-item scale as developed had about the
same factorial content as did job satisfaction for a group of engineers.

In addition, it

was found that job involvement was affected by local organizational conditions as well
as by value orientations learned early in the socialization process. 10 4
As mentioned earlier, Robert Knoop conducted a study in 1980 on the job
involvement of teachers in Ontario, Canada.
teachers (1,813).

Subjects were elementary and secondary

Job involvement scores were computed from response categories

and were scored from "1" (strongly agree) to "5" (strongly disagree), with a
possible range of scores from 6 to 30. He found a test, retest reliability (.73).105

103Lodahl and Kejner, loc. cit.
104Lodahl and Kejner, loc. cit.
105Robert Knoop, "Job Involvement of Teachers," Meeting of the Mid-Western
Educational Research Association, Toledo, Ohio, October, 1980.
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In 1964 in the Graduate School of Business and Public Administration at Cornell
University, Lodahl conducted a study of auto assembly-line workers.

He aimed at

measuring job attitudes on a broad scale, at determining their underlying structure,
if possible, and at relating this underlying structure to measurements of the jobs
performed.

Data were collected from two samples made up of automobile assembly

employees (N-50)

and

women

was applied to the data.

electronics employees (N-20).

Factor analysis

The job involvement variable had a loading of .62.

Lodahl concluded, "again, job-involvement variables break out as a separate factor,
unrelated to satisfaction, motivation, or technological variables."106
Lawler, Hackman, and Kaufman (1973) used a different design when they
studied the job of directory assistance operators to determine the effects on workers
of job enlargement programs.

The change caused both the amount of variety in the

operator's jobs and their autonomy to make decisions on their own to increase. Job
involvement was measured by using a scale developed by Lodahl and Kejner. It was
observed that there was not a significant change in job involvement over the 6-month
time period.107

Staff-Management Relations

An investigation of the interaction between management style and the personality
variable "locus of control" on workers' job involvement was conducted by Runyon
(1973) in Flagstaff, Arizona.

The subjects who participated in the study were 11 0

hourly employees in the manufacturing, packaging, yard and maintenance departments
in a plant of a large, multi-location chemical organization in an urban area.

Lodahl

and Kejner's 6-item job involvement measure was used, and the locus of control was
measured by the 26-items of Rotter's Internal-External Scale.

Runyon's purpose

was to determine if job involvement of internals would be directly related to the

106Thomas Lodahl, "Patterns of Job Attitude in Two Assembly Technologies,"
Administrative Science Quarterly 9 (1964): 482-519.
·
107E. E. Lawler, 11, J. R. Hackman, and S. Kaufman, "Effects of Job Redesign: A
Field Experiment," Journal of Applied Social Psychology 3 (1973): 49-63.

,....

34
amount of participation afforded by the management style under
worked.

which

they

Runyon defined "internals" as those individuals who perceived a

reinforcement as being contingent upon their own actions and "external" as those
individuals who perceived a reinforcement as being contingent upon outside forces.
One of the findings was that mean job involvement scores increased as one moved from
the external to the internal under both management conditions. The findings suggested
to Runyon that job involvement was "largely a function of the internal-external
dimension of personality and should indeed be considered a relatively stable personal
characteristic."1 08
Siegel and Ruh (1973) conducted a study on the relationship between job
involvement and participation in decision-making.

The job involvement data were

collected from questionnaires distributed to all employees in 22 separate units of six
manufacturing organizations in the midwest area of the United States.

A total of

2,628 employees returned their questionnaires, representing a 63 percent return
rate.

The results revealed that job involvement was significantly (p<0.01)

correlated positively with participation in decision-making.

The researchers

concluded that the results were at least consistent with the participative management
unit of the concept.1 09
Earlier, Anderson (1964) conducted a study titled "Activity Preferences and
Leadership Behavior of Head Nurses." Anderson used a sample of 25 female head
nurses in large hospitals in the United States.

Ohio State's Leader Behavior

Description Questionnaire (LBDQ) was used to measure subordinate perceptions of
leadership behavior while Lodahl and Kejner's job involvement was used to measure
job involvement of the sample of nurses.
involvement was negatively related
preference

of

coordinating

to

activities.

Analysis of the results showed that job
the

LBDQ consideration scale and to
According

to

Rabinowitz and Hall, it

108Runyon, foe. cit.
109Atan L. Siegel and Robert A. Ruh, "Job Involvement, Participation in
Decision-Making, and Job Behavior," Organjzatjonal Behavior and Human
Performance 9 (1973): 318-327.
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appeared that the head nurses in this study who were more job-involved were those
who enjoyed more coordinating and administrative activities as opposed to those
activities in the areas patient care and a "friendly helper."11 0
Allan P. Jones, Lawrence R. James, and John P. Bruni (1975) conducted an
investigation on "Perceived Leadership Behavior and Employee Confidence in the
Leader as Moderated by Job Involvement." This study examined the effects of job
involvement upon the relationship between perceived leadership behaviors and
confidence and trust in the leader.

A sample of 112 civil service and military

engineering employees were separated into two groups on the basis of their
job-involvement scores. Job involvement was measured by a six-item subset of the
20-item instrument developed by Lodahl and Kejner.
five-point Likert format.

Items were presented in a

These researchers found that job involvement was

significantly correlated with either the leadership behavior composition or with
confidence in the leader .111

The

authors split the sample into a .higher job-

involvement sample (n=56) and a lower job-involvement sample (n=56).
results showed no significant differences (p<.05) between

These

high and low

job-involvement groups for the correlation between confidence and trust and
leadership goal emphasis. 112 For the lower job-involvement sample, confidence and
trust were positively correlated (r=41-.57,
leadership behavior scales.

p<.01) with each of the perceived

For the higher job-involvement sample, confidence and

trust were positively related to leadership support (r = 48,

p<.01 ), to goal

emphasis (r = .27, p<.05), work facilitation

and to effective-

ness

(r = .46, p<.01 ). 11 3

The

(r = .29,

p <.05),

authors speculated that either the two samples

11 0Rabinowitz and Hall, op. cit., pp . 265-288.
111 Jones, et al., "Perceived Leadership Behavior and Employee Confidence in
the Leader as Moderated by Job Involvement, Journal of Applied Psychology 60
(1975) :
146-149.
112 1bid .
1131bid.
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could base their confidence and trust upon different aspects of the leader's behavior or
that highly job-involved persons might be more sensitive to the nuances of leader
behavior or futher that the highly involved person might have less need to interact
with the leader.114

Summary

Researchers have theorized that job development is a condition of the mind of a
member of any organization, a condition that could cause a member to identify very
strongly with his/~er organization.

Job involvement, then, is an aspect of

organizational behavior. Researchers have also emphasized that some employees are
more job-involved than are others.

Generally, those who are more involved in any

work situation are also more satisfied with their jobs.

Therefore, employers' being

aware of the existence of job involvement in an organization represented an asset to
that organization, especially as regards implications for the selection and placement
of personnel.

Too, a job-involved employee should be

a worthy ambassador of

his/her institution or organization.
The "central life interest" of any job-involved employee lay in his/her
employment.
anywhere.

This person will speak in favor of and defend the organization

Job involvement, then,

was found to exist side by side with other job

attitudes such as job satisfaction and job performance. Some researchers have found
some evidence which indicated that job involvement and job satisfaction were the
same.

Studies relating to job involvement and job satisfaction have generally

indicated positive correlations. Moreover, some studies have indicated that
involvement is positively correlated with job performance.

The review of literature

revealed that most researchers found no significant relationship between the two
variables.

However, given two perspectives,

the situational perspective/concept

seemed to provide a more viable explanation to job involvement than did the individual
differences conceptualizations and situation interaction perspectives.

114Ibid.
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Several studies dealing with non-university situations clearly supported the
position that the job situational context influenced employee attitudes.

Too ,

staff-management interaction environments were related to job involvement in
certain non-university settings.

The literature clearly supported the position that

age was significantly associated with job involvement.

In eleven of twelve studies in

which age was an independent variable, a significant relationship between age and job
involvement was noted. That sex or gender was associated with job involvement was
not clearly evident from the literature. Two studies were reviewed in which sex was
an independent variable.
job involvement.

One study indicated that sex was significantly related to

Women were significantly lower than men in job involvement.

In

the other study, men and women were equally job involved.
Too the review of the literature did not reveal consistent findings regarding
levels of education with respect to job involvement.

In two of the four studies

reviewed, the level of education was reported as not being significantly related to job
involvement.

The other two studies reported a significant relationship.

Likewise, the review of literature did not indicate that time in the current job
was significantly associated with job involvement.

One study reported a positive

correlation between length of time in a particular job and job involvement. The other
two studies reported that no such association was justifiable, according to their data
analysis.
Two other studies dealing with time were quite suggestive. One study reported a
significant relationship beween job involvement and time in pay grade. However, the
other study reported a significant relationship between job involvement and time ·in
present school employment among secondary school teachers only.
In general, there was a dearth of research in the area of job involvement in
higher education.

The theory supporting research into job involvement among

employees of manufacturing organizations, sales organizations, and governmental
agencies should be applicable to the study of job involvement among staff members in
service departments in higher education. Therefore, the following general theoretical
hypothesis was posited for this study: Sex, age, levels of education, length of time in
current job, and the employee-management interaction environment via its several
dimensions were differentially associated with job involvement among staff members
in higher education service departments.

CHAPTER3
DESIGN OF THE STUDY

This study was designed to investigate the effects of sex, age, level of education
completed , length of time in the current job, and the perceived dimensions of the
staff-management interaction environment on the level of job involvement among
persons working in one of four areas of support services in higher education. The
support services, as identified in this study, were limited to the Business Office, the
Library, the Financial Aid Office, and the Student Services Department. The theoretical concepts and constructs, discussed in the Review of the Literature, came
largely from theories and research findings focusing on non-educational settings.
They were extended to the higher educational setting through the present study. The
university support services seemed to be an appropriate setting in which to test the
relationships among some concepts through use of a non-experimental, yet structured
and quantitative design.

The Population

The total number of staff members in support services areas, as defined in the
present study of two Gulf Coast-area public universities in Texas, formed the source
for the population. Four campuses were involved. Three of the four campuses were
degree-granting units in the University of Houston System. The University Park, or
Central Campus, was not among the three units chosen. The fourth campus in the
cluster was Lamar University. The 191 individuals in support services on these four
campuses constituted the population source.

Data Collection Procedure

Once the target cluster of degree granting campuses had been identified, an
examination of public documents such as budgets and campus directories provided an
indication that the researcher might expect a support services ·population of between
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185 and 200 persons.

Permission to do the study was then requested.

permission was granted to study fifteen of the sixteen service units.
normally approached
indicating

that

for

permission

to

sample

the

sixteenth

Formal

The person
unit,

while

such a study seemed likely to make a significant contribution to

higher education, said that he could not grant the researcher formal permission.
Although this study was not comparative in nature, the four campuses and their
respective four service areas forced a stratified cluster random approach into the
sampling design. Based on information secured from documents in the public domain
and from other sources on the several campuses, the population was set at 191.

The Sample

The sample size was determined by the size of the population, the type of data
analysis using 14 major variables, and the expected differences between the number
of persons invited to participate and the number of persons returning completed
instruments. If only simple random procedures were to be employed in order to be
accurate within plus or minus four percent, a sample of 73 persons would have been
required. The number of major variables utilized in the data analysis was fourteen .
Therefore, if one sets a standard of five cases four each variable, then 70 cases would
be required.
One hundred twenty-seven instruments were distributed among a random
sample of employees in the four areas on the four campuses.

This distribution

represented a 66.5 percent sample. The instruction was given to return the unsigned
instrument in ballot-box style to a container conveniently and securely located within
the support service facility . This procedure was designed to obtain utmost candidness
in the responses. Seventy-nine instruments were returned via the boxes, and sixteen
were [T1ailed directly to the researcher.

The total number of the returns was 95,

representing 74.8 percent of the original sample.

The number of instruments

returned resulted in a 49.7 percent operating sample.

ROBERT J. TERRY LIBRARY
TEXA$ SOUTHERN UNIVERSITY
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Instrumentation

The data collection instrument was divided into three parts:
characteristics of respondents which were used defined to

(a) Personal

operationally selected

independent variables or factors, (b) The Job-Involvement Scale, and (c) The Leader
Behavior Description Questionnaire (LBDQ),

which was used to define operationally

nine deminsions of perceived

of the

dimensions

staff-management environment.

Permission to use the six-item form of the Job-Involvement Scale and the LBDQ was
granted by their respective authors. (See Appendix.)

Personal

Characteristics

The personal characteristics most germane to this study were the subjects' sex,
age, educational level completed,

and length of time in subjects current job.

The

characteristics were operationally defined by the four items in part "A" of the
research instrument.

The Job Involvement Scale
Part "B" of the research instrument operationally defined and measured job
involvement.

This scale was the six-item form developed from the popular 20-item

scale, called the Job-Involvement Scale.
Development of the Six-Item Scale.

The research that led to the develop-

ment of the Six-Item Scale of Job Involvement was done by Thomas Lodahl and
Mathilde Kejner.

Originally, 110 statements related to the job involvement variable

were compiled.

Next, an elimination process, which involved selecting those items

that best described job involvement, resulted in 40 items. These 40 items were put
in random order and were administered to a group of engineers in a development
laboratory.

To shorten the Job Involvement Scale, the six (6) items that had the

highest loadings on the first principal factor were grouped into a short form of the
scale .. The correlation between the six-item total and 20-item total was .87.
six items are listed below:
1.

The major satisfaction in my life comes from my job.

2.

The most important things that happen to me involve my work.

3.

I live, eat, and breathe my job .

These
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4.

I am very much involved personally in my job .

5.

I am really a perfectionist about my work.

6.

Most things in life are more important than work.

Validity and Reliability.

A split-half correlation was performed, using odd

numbers against even numbers of the items identified by the researchers.

This

correlation was .57, and when corrected with the Spearman-Brown Formula, the
reliability of the six-item scale was estimated at

..za.

In their study, Charles J. Hollon and Gary R. Gemmill used 321 community
college faculty members to calculate the internal reliability of the six-item Job
Involvement Scale from the 20-item scale developed by Lodahl and Kejner (1965).
The researchers found that the total scores ranged from 12 (low-job involvement) to
30 (high-job involvement), with a mean of 20.2 and a standard deviation of 3.8.
They also reported that the internal reliability of the

six-item scale in their

study

was computed to be .93.11 5
Also, Winston R. Schwyhart and Patricia Cain Smith, of Bowling State
University, in their investigation on "Factors in the Job Involvement of Middle
Managers" reported that JI was internally consistent. The results revealed also that
the odd-even split-half reliability, corrected by the Spearman Brown Formula, was
_80 .116

The Leadership Behavior Description
Questionnaire (LBDQ)
Part "C" contained the 150 questions forming the LBDQ.
operationally defined the staff-managemen-environment dimensions.

This part

Development of

the Leader- ship Behavior Description Questionnaire as a research tool began in
1957 through a process of group discussions and decisions by a staff made up of

11 Scharles J. Hollon and Gary R. Gemmill, "A Comparison of Female and Male
Professors on Participation in Decision Making, Job Related Tension, Job
Involvement, and Job Satisfaction," Educational Admjnjstratjon Quarterly 12
(1976):
80-93.
11 Swinston R. Schwyhart and Patricia Ganin Smith, "Factors in the Job
Involvement of Middle Managers," Journal of Applied Psychology 56 (1972):
227-233.
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psychologists , sociologists, and economists.117

The discussions resulted in nine

designated dimensions of leadership behavior, dimensions wh ich were termed
"tentative" by the researchers. The nine dimensions were:
1.

Integration ,

2. Communication,
3. Production,
4. Representation,
5.

Fraternization,

6. Organization,
7.

Initiation,

8. Evaluation, and
9. Domination.
During the discussions, the problems in focus were (1) relative independence of the
areas of dimensions, (2) meaning with reference to theoretical systems or bodies of
knowledge common to psychology, sociology, or social science in general, (3) level of
analysis, and (4) possibility of objective measurement and inference from the
amount pf the behavior under investigation.118
Item

Constructon.

The item construction of the Leadership Behavior

Description Questionnaire was accomplished by having each member of the staff of the
Personnel Research Board write items of behavior which seemed to apply to the areas
mentioned above. During the process, the participants used personal experiences and
knowledge of leadership behavior. In addition, each of two advanced university classes
wrote 48 items.119

The specific instructions to the students were to describe

specific behavior and to make the items apply to different kinds of organizational and
institutional settings, groups or situations. The items were not to be constructed so as
to be too specific. These activities and other research resulted in the 150 questions
from which nine factors or subscales were developed. The subscale meanings as used
in the present study are:

1'17Ralph M. Stodgill and Alvin E. Coons, Leader Behavior: Its Description and
(Columbus: Ohio State University, College of Administrative Science,
1975), 7.

Measurement

1181bid., p. 8.
1191bid., p. 9.
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1.

Initiation:

The rate at which the management/supervisor originates ,

facilitates, or resists new ideas and new practices (15 items)
2.

Membership:
mixes

The frequency with which the management/supervisor

with the staff, stresses

informal interaction between himself/

herself and staff or interchanges personal services with staff of the support
services
3.

(16 items)

Representation: The frequency with which management, represented by
the supervisor of a unit of support services of the university's
administration, defends his/her staff against attack, advances the interests
of his/her staff, and acts in behalf of his/her staff (15 items)

4.

Integration: The frequency with which management, represented by the
supervisor of a unit of

the

support

services

of the

university's

administration, subordinates individual behavior, encourages pleasant
group atmosphere, minimizes conflicts between staff members or
encourages individual adjustment to the entire staff (17 items)
5.

Organization: The frequency with which management, represented by the
supervisor of a unit of the support services of the university's
administration, plans or organizes his/her own work, the work of other
staff, or the relationships among staff in the performance of their work
(18 items)

6.

Domination: The frequency with which management, represented by the
supervisor of a unit of support services of the university's administration,
restricts the behavior of individuals or the entire staff in actions,
decision-making, or expressions of opinion

7.

(20 items)

Communication: The frequency with which management, represented by
the supervisor of a unit of the support services of the university's
administration, gives out information to staff, gets information from staff,
promotes exchange of information, or shows concern in affairs pertaining
to the staff (23 items)

8.

Recognition: The frequency with which management, represented by the
supervisor

of

a unit

of

the

support

servic·es

of the university's
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administration, engages in behavior which expresses approval or
disapproval of the behavior of staff members (14 items)
9.

Production: The frequency with which management, represented by the

supervisor of a unit of the support

services of the

university

administration sets levels of efforts or achievement, or prods staff for
greater effort or achievement

(12 items)

Inasmuch as the instrument was constructed on a one-to-five point scale from
"Never" to "Always," each respondent was asked to indicate how often a particular
item occurred in the management of the university's affairs as it related to the
support services.
Reliability of the Instrument.

At the time of the LBDQ's development,

studies were done to establish reliability of the instrument.

One of the studies

reviewed the performance of some 75 school leaders in 26 Ohio communities.

The

purpose of the study was to show a kind of leadership in a community as a function of
community

and cultural pressures surrounding the organization.120

The

Leadership Behavior Description Questionnaire forms were distributed to the
participants.

A total of 71 usable responses were returned; the sample population

was made up of 62 female teachers and 9 male teachers. The results indicated that for
the total group of 71 teachers, the split-half reliabilities of the consideration and
initiating structures scores were .89 and .87, respectively_ 1 21
Research Variables

The researcher used fourteen variables in the analysis of the data. These were:

1.

Sex,

2.

Age,

3.

Level of Education (EDLEV),

4.

Length of Time in Current Job (LENGJT),

5: Perceived Management's Organization Activities Score (SMSCALE 1),
6. Perceived Management's Domination Activities Score (SMSCALE 2),

1201bid., p. 87.
1211bid., p.

91.

,....

45
7.

Perceived Management's Communication Activities Score (SMSCALE 3),

8.

Perceived Management's Membership Activities Score (SMSCALE 4),

9. Perceived Management's Integration Activities Score (SMSCALE 5),
1o. Perceived Management's Recognition Activities Score (SMSCALE 6),
11. Perceived Management's Representation Activities Score (SMSCALE 7),
12. Perceived Management's Production Activities Score (SMSCALE 8),
13. Perceived Management's Initiation Activities Score (SMSCALE 9), and
1 4. Job Involvement Score (JISCALE).

Hypotheses

Theoretical Hypothesis
Sex, age, level of education, length of time in current job and the employeemanagement interaction environment via its several dimensions were differentially
associated with job involvement among members in higher education support services
departments. These factors formed the bases for the theoretical hypothesis informing
this study.

Specific Hypotheses
The specific hypotheses were presented as paired research (HRi) and Null (Hoi)
hypotheses. The following were the two types investigated.
HR 1 :

Ignoring all other probable influences, when sex and age are considered
in an analytical model, they will each, on the average, have significant
effects on degree of job involvement.

Ho 1 :

The means of job involvement in the categories of the sex variable are
equal to each other and to the grand job involvement mean score; and the
means of job involvement scores in the categories of the age variable
are equal to each other and to the grand job ivolvement mean score.
(The main or additive effects of sex and age and the individual effects of
sex and age on degree of job involvement are not significantly different
from zero [P.> .05].)

►
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H R2:

Ignoring all other probable influences, when level of education and
length of time in current job are considered in an analytical model,
neither categorical variable, on the average, has a significant direct
effect on degree of job involvement.

Ho 2 :

The means of job involvement scores in the categories of level of
education are equal to each other and to the grand job involvement mean
score,

and the means of job involvement scores in the categories of

length of time in current job are equal to each other and to t_he grand job
involvement mean score.

(The main or additive effects of level of

education and length of time in current job considered concurrently and
their respective individual effects, on the average, are not significantly
different from zero [P>.05).)
H R3 :

Ignoring all other probable influences, sex, age, and level of education
jointly are associated with degree of job involvement; but individually
sex and age are associated, and level of education is not associated.

Ho3 :

The mean job involvement scores in the respective sex, age, and level of
education categories are equal to each other and to the grand Job
Involvement

mean

score. (The

main

or additive effects and the

individual effects of sex, age, and level of education on degree of job
involvement are not significantly different from zero
H R4:

[P>.05).)

Ignoring all other probable influences, sex. age, and length of time in
current job jointly are associated

with degree of job

involvement;

individually sex and age are associated, but length of time in current job
is not associated.
Ho4:

The mean job involvement scores in the respective sex, age, and length
of time in current job categories are equal to each other and to the grand
job involvement mean score.

(The main or additive effects and the

individual effects of sex, age, and length of time in current job are not
significantly different from zero [P>.05).)
H R5:

Management Organization Activity Scores (SMSCALE 1) are positively
associated degree of job involvement.
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Ho5:

The correlation coefficient indicating the degree and the direction of
association between Management Organization Activity Scores and degree
of job involvement will not be significantly different from zero
(P>.05).

HR5:

Management Domination Activity Scores (SMSCALE 2) are negatively
associated with degree of job involvement.

Ho5:

The correlation coefficient indicating the degree and direction of
association between Management Domination Activity Scores and degree
of job involvement will not be significantly different from zero
(P>.05).

HR7 :

Management Communication Activity Scores (SMSCALE 3) are positively associated with degree of Job Involvement.

Ho 7 :

The correlation coefficient indicating the degree and direction of
association between Management Communication Activity Scores

and

Degree of job involvement will not be significantly different from zero
(P>.05).

HR9:

Management Membership Activity (SMSCALE 4) Scores are positively
associated with degree of job involvement.

Hoa:

The correlation coefficient indicating the degree and direction of
association between Management Membership Activity Scores and degree
of job involvement will not be significantly different from zero
(P>.05).

HRg:

Management Integration Activity Scores (SMSCALE 5) are positively
associated with degree of job involvement.

Hog:

The correlation coefficient indicating the degree and direction of
association between Management Integration Activity Scores and degree
of job involvement will not be significantly different from zero
(P>.05).

HR 1 o: Management Recognition Activity Scores (SM SCALE 6) are positively

associated with degree of job involvement.
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Ho 1 o: The correlation coefficient indicating the degree and direction of the

association between Management Recognition Activity Scores and degree
of job involvement will not be significantly different from zero
(P>.05).
HR 11 : Management Representation Activity Scores (SMSCALE 7) are posi-

tively associated with degree of job involvement.
Ho 11 : The correlation coefficient indicating the degree and direction between

Management Representation Activity Scores and degree of job
involvement will not be significantly different from zero (P>.05).
HR 1 2 : Management Production Activity Scores (SMSCALE 8) are positively

associated with degree of job involvement.
Ho 12 : The correlation coefficient indicating the degree and direction of

association between Management Production Activity Scores and degree
of job involvement will not be significantly different from

zero

(P>.05).
HR 13: Management Initiation Activity Scores (SMSCALE 9) are positively

associated with degree of job involvement.
Ho13: The correlation coefficient indicating the degree and direction of

association between Management Initiation Activity Scores and degree of
job involvement will not be significantly different from zero (P>.05).
H R 1 4: The additive effects of those management activities which are associated

individually to degree of job involvement will collectively,

in multiple

regression be associated with degree of job involvement.
Ho14: The multiple regression coefficients of the nine dimensions of the

staff-management environment will not be significantly different from
zero (P>.05) .
. HR 1 5: When adjusted for sex and age, the association between dimension Xi

(any of the particular management activity variables) and degree of job
involvement will be significant.
Ho 1 5 : When adjusted for sex and age, dimension Xi will not have an effect on

degree of job involvement that is different from zero at a statistically
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significant level. (A covariance model in which sex and age are factors
and dimension Xi is one in which the covariant will not account for an
amount of job involvement that is different from zero at a statistically
significant level of .05 or less [P.>05].)
HR 1 6: The combined effects of sex, age and dimension Xi (any of the particular

management activity variables) will account for a significant amount of
job involvement.

Ho 1 6: The combined effects of sex, age and dimension Xi (any of the particular
management activity variables) will account for a significant amount of
job involvement.

Statistical Analysis

The data were analyzed using four basic statistical methods: n-way analysis of
variance (ANOVA), n-way analysis of covariance (ANCOVA), simple regression and
correlation, and multiple regression and correlation.

The

sp-x

statistical package

(Release 3.01 for VAX-VMS) was utilized to calculate most of the statistics and the
tests of significance. The criterion for rejecting the null hypotheses was established
at the .05 level or less (P<.05).121

121 Hubert M. Blalock, Jr., Socjal Statjstjcs. 2nd ed. (New York: McGraw-Hill
Book Company, 1979), 22-23.

CHAPTER 4
ANALYSIS OF DATA

This study was designed to determine the extent to which sex, age , level of
education, length of time in current job and nine staff-management activity variables
influenced the degree of job involvement among a sample of staff members in 16 service
departments on four campuses representing two state universities in the Gulf Coast
region of Texas.

Also, the population of this study consisted of staff members in

libraries, student services departments, financial aid offices and business offices on
four campuses of two state universities. From this population, 95 staff members were
randomly selected by campus.
The questionnaire consisted of three parts. The first part was developed by the
researcher and contained questions about sex, age, level of education completed, and
length of time in current job.
independent variables.

Answers to these four questions constituted four of the

Part two contained the six items of the short form of the Job

Involvement Scale. The total score on this scale formed the dependent variable. Part
three contained the 150 questions constituting the Leadership Behavior Description
Questionnaire (LBDQ).

From the latter, nine subscales were obtained.

These pre-

defined subscales were referred to in this study as the nine staff-management
environment dimensions.

Scores on these respective activity subscales constituted

another set of independent variables.
The data analysis for this study utilized the analysis of variance, analysis of
covariance and multiple regression and correlation methods.
discussed in this chapter in four subsections.

The data analysis is

The first section, "Job Involvement,"

presents summary statistics about the nature of the job involvement in the sample as
unaffected by any other variable.

The second section, "Demographics and Job

Involvement," assesses the effects of sex, age, level of education and length of time in
current job on degree of job involvement, using analysis of variance methods. The third
section, "The Situation

and

Job Involvement,"
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analyzes the nature, degree,
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and direction of the association of the nine staff-management environment dimensions
with degree of job involvement.

The fourth section, "Demographics-Situation and Job

Involvement," utilizes analysis of covariance methods to investigate the effects of
demographic or personal characteristics and the individual staff management activity
dimensions on degree of job involvement. The level of statistical significance utilized in
rejecting the null hypotheses or in accepting
tests were set at the .05 probability or less.

alternative hypotheses for all statistical
The general theoretical or research

hypotheses were that sex, age, level of education, length of time in current job and the
employee-management interaction environment via its several dimensions were
differentially associat~d with job involvement among members in higher education
support services departments.

Job Involvement
The six-item scale utilized in the measurement of degree of job involvement was
constructed in a way that the theoretical mean score was 15. The lowest score possible
when all scale items were checked was six and the highest score was 24.
indicates that the grand mean job involvement Score was 15.674 (N=95),

Table 1
or 15.660

where the number of cases analyzed was 94. Because the higher total score meant, the
more non-involvement in the job, this mean of about 15.7 indicated that there was some
tendency toward non-involvement in the sample. The mode was 16.00. The standard
deviation was 2.207. Therefore, 68 percent of the job involvement scores fell between
13.453 and 17.867. In some aspects of the regression of job involvement scores on one
or more independent variables, the direction of the association was important.

An

observed positive association indicated that as the independent variable scores increased
non-involvement increases and that as degree of job involvement increased, so did the
scores of the independent variables decrease.

Demographics and Job Involvement
Four demographic variables in categorical form were utilized in the assessment of
the effects personal characteristics of service department staff members on degree
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of job involvement. The status male or female and of age or age group membership was
ascribed to individuals. On the other hand, one's level of education and length of time in
current job represent individual goal-seeking and achievements.

Table 1
Job Involvement Scale Scores by Number and Percent
Involvement
Score

Frequency

9.00
11.00
12.00
13.00
14.00
15.00
16.00
17.00
18.00
19.00
20.00
22.00

1
2
5
7
11
13
16
7
6
2
1

1.1
2.1
5.3
7.4
11.6
13.7
25.3
16.8
7.4
6.3
2.1
1.1

95

100.0

24

Total

*MEAN= 15.674

Percent

MEDIAN =16.00

MODE =16.00

STD DEV= 2.200

Sex and Age
From the review of the literature, there was clear support for positing a
relationship between age and degree of involvement.

Less clearly but meaningfully

supported was the position that being male or female was associated with job
involvement. It was not that having lived longer than others or fewer years than others
should in itself indicate that was more or less job involvement than others . Also, gender
in itself was associated with job involvement. Complex socio-cultural attitudes became
linked with both sex and age. It was within this wider connotation of sex and age that the
following specific hypotheses were given:
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HR 1 : Ignoring all other probable influences, when sex and age and considered in

an analytical model, they each, on the average, have significant effects of
degree of job involvement.
Ho1:

The means of job involvement scores in the categories of the sex variables
are equal to each other and to the grand Job Involvement mean score ; and
the means of job involvement scores in the categories of the age variable
are equal to each other and to the grand job involvement mean score. (The
main or additive effect of sex and age and the individual effects of sex and age
on degree of job involvement are not significantly different from zero
[P .> .05].)

Table 2 presents the nature of sex as a variable in the present study. The mode is
male or female.

One should expect to find about four out of every five service

department staff members to be female.

Table 2
Sex of Respondents by Number and Percent
Sex

Number

Percent

Male

18

18.9

Female

77

81.1

95

100.0

Total

Tables 3 and 4 indicate the nature of the age variable. Table 3 shows ·that the
modal.age is in the 40 to 49 range. About 17 percent were less than 30 years old, and
those 50 and over accounted for about 21 percent. Table 4 represents the recoded age
variables nature as used in the data analysis.
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Table3
Age of Respondents by Number and Percent

Age

Number

Percent

20 - 29

16

16.8

30 - 39

25

26.3

40- 49

34

35.8

50 and over

20

21.1

95

100.0

Total

Table4
Recoded Age by Number and Percent
Age
(Recoded)

Number

Percent

39 or under

45

43.2

40 or over

54

56.8

95

100.0

Total

TaQle 5 shows that the null hypothesis was rejected at the .012 level for the main
effects and at the .030 level for both sex and age. This two-way model of influence on
degree of Job Involvement is statistically significant at the .019 level.
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Table 5
Analysis of Variance of Job Involvement
Scores by Sex and Age (N:95)

Sum of
Source of Variation
Main Effects
Sex
h;fd
2-Way lntractions
Sex
Age
Explained
Residual

Total

Mean
Squares

Significant
of F
F

Squares

DF

41 .909
21.851
21 .805

2
1
1

20.955
21.851
21.805

4.671
4.871
4.861

.012
.030
.030

4.782
4.782

1
1

4.782
4.782

1.066
1.066

.305
.305

46.691

3

15.564

3.470

.019

408.193

91

4.486

454.884

94

4.839

Table 6 shows a multiple classification analysis.

Eta for sex is significant. Sex,

taken alone, accounted for about 4.4 percent of the variance in job involvement scores
(Eta). Males tended to be more involved in their job than did females.

Eta for age is

significant. Age considered alone, accounted for about the same amount of variance in
degree of job involvement as sex did (4.4%). Persons 39 or under tended to be more job
involved than did those 40 years old and over.
Sex and age taken together account for about 9.2 percent of the variance in degree
of job involvement. The multiple Eta correlation coefficient for the association of these
two variables with job involvement was .304.

Education, Job Time and Involvement
There was remote and indirect support for hypothesizing that level of education
completed was related to degree of job involvement. There was also some support for
hypothesizing that length of time in current job was also related to degree of job
involvement. Neither independent variable seemed to have sufficient support in the
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Table 6
Multiple Classification Analysis of Job Involvement
Scale Score by Sex and Age

Unadjusted
Dev'N
Eta

Variable + Category

N

Sex
Male
Female

77

18

-.95
.22

Adjusted for
Independents
Dev'N Beta

-.99
.23
.21

.22

Age
39 or under
40 or over

41
54

-.53

-.55
.42

.40

.21

.22

Multiple R Squared
Multiple R

.092
.304

JI Scale
Grand Mean = 15.67

literature for the researcher of this study to support in theory that such a relationship
existed.

Assuming an adequate staff selection process in which level and type of

education were matched with the nature of the job filled , there did not seem to be any
reason for level of education alone to contribute directly and significantly to degree of
job involvement.

Length of time in current job gave one time and opportunities

learn the unique requirements

of

the

to

job that might not have been learned in formal

education. There also seemed to be insufficient reasons to hypothesize that such a direct
relationship existed between this independent variable taken alone and degree of job
involvem~nt. This was not to suggest that level of education and length of time in current
job were not important to job success and to the backdrop and contextual factors
necessary for understanding the dynamics of job involvement.

These two categorical

variables might act as suppressants or as enhancers of the relat ionship of other
independent variables to degree of job involvement. The hypotheses posited were :
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H R2:

Ignoring all other probable influences, when level of education and length
of time in current job are considered in an analytical model, neither will
have a significant direct effect on degree of job involvement.

H 02:

The means of job involvement scores in the categories of level of education
are equal to each other and to the grand job involvement mean score ; and
the means of job involvement scores in the categories of length of time in
current job are equal to each other and to the grand job involvement mean
score. (The main or additive effects of level of education and length of
time in current job, when considered concurrently and their respective
individual effects, on the average, are not significantly different from
zero [P>.05].)

Table 7 shows the nature of the level of education variable. Modal level is high
school with 47.4 percent. Seventy-one percent had completed less than the level of a
masters degree.
Table7
Education by Number and Precent
Education

Number

Percent

High School

45

47.4

BA or BS Degree

23

24.2

MA or MS Degree

19

20.0

Doctorate

8

8.4

Total

95

100.0

Table 8 presents the nature of the variable indicating length of time in current
job.

About 52 percent had been in the current job eleven (11) or more years.
Table 9 shows that the null hypotheses was acceptable. Neither level of education

nor length of time in current job had a statistically significant influence (P<.05) on the
amount of variance in degree of job involvement.

They differed greatly in their lack

of effect. In their respective remoteness from the .05 criterion of statistical
significance,

level of

education categories closer to the significance criterion level
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established with a probability of less than .554 than length of tme in current job with a
probability of less than .954.

Table 8
Length of Time in Current Job
by Number and Percent
Years
Job Time

Number

Percent

5 or less

49

51.6

6 - 10

32

33.7

11 - 15

9

9.5

15 and over

5

5.3

95

100.0

Total

Sex, Age and Education
The hypotheses relating to sex, age and level of education to degree of job
involvement were:
H R3:

Ignoring all other probable influences, sex, age, and level of education
jointly are associated with degree of job involvement; but individually sex
and age are associated and level of education is not associated.

Ho3:

The mean job involvement scores in the respective sex, age, and level of
education categories are equal to each other and to the grand job
involvement mean score. (The main or additive effects and the individual
effects ofsex, age, and level of education on degree of job involvement are
not significantly different from zero [P<.05).)

Tal:ile 10 indicates that introducing level of education into a model concurrently
with sex and age changes the significance levels of their relationship with job
involvement.
.030 level.

In Table 5, sex was significantly associated with -job involvement at the
In this model, the significance level of sex is .103.

Level of education

suppressed the association of sex and job involvement out of the criterion range (P,.05).
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Table 9
Analysis of Variance of Job Involvement Scale
by (EDLEV) Level of Education and
(LENGJT) Length of Time in
Current Job (N:95)

Source of Variation

Sum of
Squares

OF

Mean
Square

F

Significant
of F

13.001
10.467
1.624

6
3
3

2.167
3.489
.541

.435
.701
.109

.853
.554
.955

2-Way Interactions
EDLEV
LENGJT

38.549
38.549

7
7

5.507
5.507

1 .1 06
1.106

.367
.367

Explained

51 .550

13

3.965

.796

.662

403.334

81

4.979

454.884

94

4.839

Main Effects
EDLEY

LENG.IT

Residual
Total

The effect of the introduction of level of education into the model on age was to enhance
the significance level of age as associated with degree of job involvement. The level of
statistical significance for age was increased from .030 to .017.

However, the main

effects (P<.057) of the three factors on degree of job involvement was not significant at
the .05 level. In addition sex, age and level of education provided an inadequate model for
explaining a significant amount of the variance in job involvement scores (P<.190).
The null hypothesis was rejected. The research hypothesis must also be rejected
because both sex and age are not associated with degree of job involvement. This model
did demonstrate that a role was played by level of education in the analytical situation.

Sex, Age and Job Time
The hypotheses relating sex, age, and length of time in current job to degree of job
invovlement were:
H R4 :

Ignoring all other probable influences, sex, age, and length of time in
current job jointly are associated with degree of job involvement, but

►
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individually sex and age are associated, and length of time in current job is
not associated.
Ho4:

The mean job involvementscores in the respective sex, age, and length of
time in current job cat~gories are equal to each other and to the grand job
involvement mean score. (The main or additive effects of sex, age, and
length of time in current job are not significantly different from zero
[P<.05).)

Table 10
Analysis of Variance of Job Involvement
Scale Scores by Sex, Age, and
(EDLEV)Level of Education

Source of Variation
Main Effects
Sex

Sum of
Squares
51.627
12.495

26.973

~

2-Way Interactions
Sex
~
Sex
EDL.EV
EDLEV
~

35.288
.968

3-Way Interactions
Sex
EDlEV
~
Explained
Residual
Total

DF
5
1
1

Mean
Square
10.325
12.495

26.973

23.133
3.751

7
1
3
3

.968
7.711
1.250

6.277
6.277

3
3

2.092
2.092

93.192

15

6.213

361.692

79

4.578

454.884

94

4.839

5.041

F
2.255

2.729
5.891

Significant
-of F
.057
.103
.017

1.101
.211

.371

1.684

.1n

.273

.845

.457

.457

.713
.713

1.357

.190

.647

Table 11 indicates that introducing length of time in current job slightly changed
the significance levels of both sex and age in their relationship with degree of job
involvement.

They both remained in the criterion range.

Without length of time in

current job in the model, sex was significant at the .030 level, and age was significant
at the .030 (Table 5).

With its introduction, sex

was now significant at a slightly
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higher level (P<.023) and age was significant at a slightly lower level (P<.032) .
Length of time in current job tended to effect the relationship of sex and age to degree of
job involvement in a less dramatic way than did level of education, but the effects of job
time was opposite that of level of education.
While only less remote in its nonsignificance than it was when paired with level of
education and ignoring sex and age (Table 9), length of time in current job in this
analytical model moved from a probability of .955 (Table 9) to a level of .774 under the
influence of sex and age. Neither the main effects (P<.073) nor the model as a whole
(P< .091) was significant at the .05 level.
The null hypothesis was rejected. The research hypothesis also was rejected. The
joint or additive effect~ of the three factors were not significant. The analytical model,
however, did demonstrate a background role played by length of time in current job in
the analytical situation.

The Situation and Job Involvement

The situation in which staff members in service departments worked and became
involved in what they did was defined as the staff-management environment.

The

dimensions of this environment as perceived by staff members were defined and isolated
by their responses to the 150 items on the Leadership Behavior Description Questionnaire (LBDQ).

The nine dimensions or subscales provide indices of nine types of

management activities designed to provide a service department that is not only
well-organized, but also operates in such a way that the service department's goals and
objectives and staff member's goals and objectives are achieved.

Single Dimensions
Nine particular research hypotheses were dealt with under single dimensions.
Simple correlation and regression methods were used to test the nine individual
hypotheses. Scores on the Job Involvement Scale defined the dependent variable in each
case.

The lower the score, the higher the degree of job involvement. The sign that a

coefficient was observed was the direction of the association between the particular
dimension and degree of job non-involvement. The direction of the relationship to Job
Involvement is always the opposite of what is observed.
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Table 11
Analysis of Variance of Job Involvement Scale
Scores by Sex, Age, and (LENGJT) Length
of Time In Current Job
Sum of
Squares

Source of Variation

DF

Mean
Square

F

Significant
of F

LENGJT

46.859
23.805
21.228
4.949

5
1
1
3

9.372
23.805
21.228
1.650

2.108
5.356
4.776
.371

.073
.023
.032
.774

2-Way Interactions
Sex
lvJe
Sex
LENG.ff
LENGJT
~

39.975
3.055
23.467
12.146

7
1
3
3

5.711
3.055
7.822
4.049

1.285
.687
1.760
.911

.268
.409
.161
.440

3-Way Interactions
LENGJT
Sex
~

8.017
8.017

1
1

8.017
8.017

1.804
1.804

.183
.183

94.851

13

7.296

1.641

.091

360.033

81

4.445

454.884

94

4.839

Main Effects
Sex
~

Explained
Residual
Total

Dimension number one's relationship to Job Involvement was hypothesized to be:
H R 5 : Management organization activity scores (SM SCALE 1) are positively
associated with degree of job involvement.

Ho 5 : The correlation coefficient indicating the degree and the direction of
association between management organization activity scores and degree of
jobinvolvement will not be significantly different from zero (P>.05).
Table 12 shows that the correlation between management organization activity
(X 1 ) and job non-involvement was -.295 and was statistically significant at the .002
level.

Job involvement was, therefore, positively and significantly associated with

management organization activity. This direct association accountedfor 8.70 percent of
the variance in job involvement scores.

The nature of the observed association was ex-

pressed by equation number one.
X' 0

= 19.312 • .054

X1

(Equation 1)
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HR5:

Management domination activityscores (SMSCALE 2) are negatively
associated with degree of job involvement.

Ho5:

The correlation coefficient indicating the degree and direction of association
between management domination activity scores and degree of job
involvement will not be significantly different from zero (P> .05).

The positive direction of the association as an aspect of the research hypothesis was
supported, but the degree of association was not significant (P<.388).

The null

hypothesis must be accepted and a direct association rejected. The measured percent of
variance in job involvement explained by Management Domination Activity was only
about two-tenths of one percent.

The nature of the observed relationship is shown in

equation number two.
X' 0

= 14.933 + .015 X2

(Equation 2)

Management communication activity scores and job involvement scores were
posited to have the following relationship:

HR7 :

Management communication activity scores (SMSCALE 3) are positively
associated with degree of job involvement.

Ho7:

The correlation coefficient indicating the degree and direction of association between management communication activity scores and degree of job
involvement will not be significantly different from zero (P>.05).

Table 12 indicates that management communication activity (X 3 ) is negatively
related to non-involvement (-.324) and, therefore, it is positively associated with
degree of job involvement at the .001 level. Communication activity directly accounted
for 10.50 percent of the variance in degree of job involvement.

The nature of the

association is expressed by equation number three.

X' 0

= 18.748 • .045 X3

(Equation 3)

The null hypothesis was rejected. The research hypothesis was accepted.
Management membership activity scores were hypothesized to be related to· degree
of job involvement as follows:

HR9:

Management Membership Activity (SMSCALE 4) Scores are positively
associated with degree of Job Involvement.

H 09:

The correlation coefficient indicating the degree and direction of association between Management Activity Scores and degree of Job Involvement
will not be significantly different from zero (P>.05).
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The correlation coefficient for this pair of variables is shown in Table 12.

The

association between non-involvement and membership activity is negative (-.265).
This indicated that the association between management membership activity and degree
of job involvement was both positive and significant at the .005 level. The nature of the
association is indicated by equation number four.
X' 0

= 19.072 • .064 X4

(Equation 4)

The null hypothesis was rejected . The research hypothesis was accepted.
Management integration activity was posited to be an influence on degree of job
involvement in the next hypothesis.
H Rg:

Management integration activity scores (SMSCALE 5) are positively
associated with degree of job involvement.

Ho 9 :

The correlation coefficient indicating the degree and direction of association between management integration activity scores and degree of job
involvement will not be significantly different from zero (P>.05).

Table 12 shows the degree and the direction of the association between the
independent variable and non-involvement to be a -.227. This indicated the relationship
of management integration activity (X5) was positively associated with job involvement
(X 0 ) to a degree that was statistically significant at the .014 level.

Management

integration activity explained about 5.1 percent of the variance in degree of job
involvement. The nature of the association is given in equation number five.
X' 0

= 18.677 - .060 x5

(Equation 5)

The null hypothesis was rejected. The research hypothesis was accepted.
Management recognition activity was hypothesized to have the following relation to
job involvement:
HR 1 o:

Management recognition activitysScores (SMSCALE 6) are positively
associated with degree of job involvement.

H o1

o:

The correlation coefficient indicating the degree and direction of
association between management recognition activity scores and degree of
job involvement will not be significantly different from zero (P>.05).

Table 12 shows that the association between recognition and non-involvement to be
a negative

.381.

This

indicated that

management activity

(X 6 ) and degree of job
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involvement

were significantly correlated in a positive direction.

The recognition

activities of management accounted for about 14.5 percent of the variance in degree of
job involvement. The nature of this relation is illustrated by equation number six.
X' 0

= 20.754 - .120 x6

(Equation 6)

The null hypothesis was rejected. The research hypothesis was accepted.
The hypothesis relating management representation activity to degree of job
involvement was stated in the following form:
HR 11 : Management representation activity scores (SM SCALE 7) are positively
associated with degree of job involvement.
H 0 11 :

The correlation coefficient indicating the degree and direction of
association between management representation activity scores and degree
of job involvement will not be significantly different from zero (P>.05).

Table 12 presents a negative correlation of .247. The direct relationship between
management representation activity (X 7) and degree of job involvement. The amount of
variance such involvement explained by representation was about 6.1 percent.

The

nature of the association is presented in equation number 7.
X' 0

= 18.328- .058 X7

(Equation 7)

Management production activity and degree of job involvement were hypothesized
to be associated as follows:
HR 12:

Management production activity scores (SM SCALE 8} are positively
asociated with degree of job involvement.

Ho 1 2:

The correlation coefficient indicating the degree and direction of
association between management production activity scores and degree of
job involvement will not be significantly different from zero (P>.05).

Table 12 shows that the degree and direction of these two variables were the same
as that which obtained in the relationship of representation and job involvement. The
correlation was also a negative .247.

This showed that production activity was

positively and significantly associated with job involvement.

The amount of job

involvement explained by management production activity was 6.1 percent. The nature
of the relationship is shown in equation number eight.
X' 0

= 18.994 • .098 Xa

(Equation 8)
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The null hypothesis was rejected. The research hypothesis was accepted.
Management initiation activity was presumed to be associated with job involvement
in the following manner:
HR 13:

Management initiation activity scores (SMSCALE 9) are positively
associated with degree of job involvement.

Ho 13 :

The correlation coefficient indicating the degree and direction of association between management initiation activity scores and degree of job
involvement will not be significantly different from zero (P> .05).
Table 12
Independent Variables by Simple Correlation
Coefficients, Percent of Variance in Job
Involvement Scores Explained and OneTailed Levels of Significance (N = 94)

Independent Variables:
SMScale (Xi)

P<

Organization (X1)

- .295

8.70

.002

.044

0.19

.338

Communication (X3)

- .324

10.50

.001

Membership (X4)

-.265

7.02

.005

Integration (X 5 )

- .227

5.15

.014

Recognition (X 6)

- . 3 81

14.52

Representation (X7)

- .24 7

6.10

.008

Production (X 8)

-.24 7

6.10

.008

Initiation (Xg)

- .224

5.02

.015

Domination (X2)

.0002

Table 12 indicated that the association between job non-involvement and initiation
activity was a negative .224.

Job

involvement,

therefore,

was

positively

and
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significantly associated with management initiation activity. The amount of variance job
involvement explained by initiation activity was five percent.

The nature of the

relationship is expressed in equation number nine.
X' 0 = 19.813 - .092 Xg

(Equation 9)

The null hypothesis was rejected. The research hypothesis was accepted.
Considered one at a time, all the dimensions except domination were observed to
have had a significant direct association with degree of job involvement. The percent of
variance

explained

(recognition).

ranged from

almost zero

(domination) to

14.52 percent

Only two dimensions explained more than half as much of job

involvement as did recognition.

Organization activity explained 8.70 percent, and

communication activity explained 10.50 percent to recognition's 14.52 percent.

Multiple Dimensions

All of the dimensions of the staff-management environment taken individually,
were significantly associated with job involvement except management domination
activity. The hypothesis of their relationship as a set to job involvement was posited to
be the following:

H R 1 4:

The additive effects of those management activities which are associated
individually to degree of job involvement will collectively,

in multiple

regression, be associated with degree of job involvement.

H 0 14 :

The multiple regression coefficients of the nine dimensions of the
staff-management environment will not be significantly different from
zero (P>.05).

Figure 1 indicates the simple theoretical model of the linear relationship of the
independent variables in this phase of the analysis to the dependent variable.

Of the

several causal networks which might have been presented, none were presented.
Presenting a general causal model of the relationship of the staff-management
environment of degree of Job Involvement was not the focus of the study.
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relationship is expressed in equation number nine.
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(Equation 9)

The null hypothesis was rejected. The research hypothesis was accepted.
Considered one at a time, all the dimensions except domination were observed to
have had a significant direct association with degree of job involvement. The percent of
variance explained ranged from almost zero (domination) to 14.52 percent
(recognition).

Only two dimensions explained more than half as much of job

involvement as did recognition.

Organization activity explained 8.70 percent, and

communication activity explained 10.50 percent to recognition's 14.52 percent.

Multiple Dimensions

All of the dimensions of the staff-management environment taken individually,
were significantly associated with job involvement except management domination
activity. The hypothesis of their relationship as a set to job involvement was posited to
be the following:
HR 14:

The additive effects of those management activities which are associated
individually to degree of job involvement will collectively,

in multiple

regression, be associated with degree of job involvement.
Ho 1 4:

The multiple regression coefficients of the nine dimensions of the
staff-management environment will not be significantly different from
zero (P>.05).

Figure 1 indicates the simple theoretical model of the linear relationship of the
independent variables in this phase of the analysis to the dependent variable.

Of the

several causal networks which might have been presented, none were presented.
Presenting a general causal model of the relationship of the staff-management
environment of degree of Job Involvement was not the focus of the study.
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From a review of the literature and from general theory , the researcher did
expect, however, that management recognition activity would be weighted more heavily
than would other significant independent variables in accounting for variance in job
involvement. Of the nine management activities, six activities seemed oriented towards
organization maintenance andd three towards organization output. Production initiation
and recognition seemed to be the output-orientated activities. Of all the activities, only
recognition was staff-orientated.

Recognition in its several forms must therefore be

most important to the individual staff member in achieving personal goals from support
within the job environment and in developing attitudes and behaviors which define job
involvement.
Table 13 shows the results of a backward deletion approach to determining the
most efficient,

predictive equation and the amount of variation in job involvement

resulting from a linear combination of nine single effects adjusted for the other eight
effects.

The model accounted for 18.04 percent of the variation in job involvement

scores. When adjusted for the number of independent variables , the percent of variance
accounted for was reduced to 9.26 percent.

This general model was statistically

significant at the .043 level (Equations 1O and 11 ). As the independent variables were
deleted from the equation, the standard error of prediction was reduced and the percent
of variance in job involvement increased when adjusted for the number of independent
variables or management activities included in the step. In step "F," the standard error
tended to stablize with organization, domination and integration as independent variables .
However, recognition which was the only statistically significant multiple regression
coefficient in step "A," was still the only statistically significant coefficient in this step
(Equations 11 and 12).

x'o

=

18.78.79- 0.0227 X1 + 0.0644 X2 -0.0065 X3 - 0.0049 X4 +
0.0398 X5- 0.1200

x*5+0.0235 X7 - 0.0382 Xs - 0.0148 Xg
(Equation 10)

z'0 =

-0.1209 Z1 + 0.1391 Z2 • 0.0432 Z3 • 0.0192 Z4+ 0.1449 Z5
- 0.3806 Zs + 0.0991 Z7 - 0.0968 Zs - 0.0363

Zg

(Equation 11)

Table 13
Backward Deletion of Variables in Regression of
Degree of Job Involvement Scores on Nine Management
Activity Subscale Scores

Adj
R

R

2

R

2

Variables
Std. Error

F Ratio

A:.42472

.18039

.09257

2.10264

2.05418

B:.42461

.18029

.10314

2.09036

2.33689

C :.42380

.17961

.11283

2.07904

2.68967

D:.42303

.17895

.12233

2.06788

3.16035

E:.42984

.17627

. 1294 7

2.05945

3.76621

F:.41159

.16940

.13207

2.0537

4.53795

G:.40007

.16005

.13206

2.05638

5.71661

H:.38530

.14846

.12974

2.05912

7.93242

I :.38054

.14481

.13551

2.05229

15.59810

Sig

.0430
.0255
.0144
.0075
.0039
.0022
.0013
.0007
.0002

In

Out

1,2,3,4,5,6,7,8 ,9
1,2,3,5,6,7,8,9

4

1,2,5,6,7,8,9

4,3

1,2,5,6,7,8

4,3,9

1,2,5,6,8

4,3,9,7

1,2,5,6

4,3,9,7 ,8

1,5,6

4,3,9,7,8,2

1 ,6

4,3,9,7,8,2,5

6

4,3,9,7,8,2,5,1

-...J
0
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The final equations (Equations 12 and 13) were reduced to a bivariate relationship
in which recognition was the independent variable. The research hypothesis (14) was
rejected.

The general theoretical model representing the nine staff-management

dimensions was adequate for effectively predicting degree of job involvement from the
dimension of the staff-management environment, but one must explain the reasons for
the lack of significance of those independent variables in the multiple regression that
were significant in their bivariate relationship to job involvement.

The additional

variance explained by the variables other than recognition over that of re(?ognition was
not significant (F = .5089). Several facts must be considered.
When the effects of the underlying but real causal model are removed
(X2 0 .(6.1234456789)), only about 28 percent of the original 14.5 percent of the
variance explained by recognition remained (4.1 %).

The other eight management

activities were still significant in their direct relationship to job involvement.

Table

14 indicates that many of the independent variables were moderately too highly
correlated among themselves. Omitting variable two, these were the variables that are
significantly correlated to job involvement.

Notwithstanding the results of the

regression of job involvement on the nine dimensions, the basic theoretical hypothesis
that "... the employee-management interaction environment via its several dimensions
are di~erentially associated with Job Involvement ... " remained.
'
Xo

=

18.659-0.0297 X1 +0.0456 X2+0,045 X5-0.1293 X5
(Equation 12)

'
Zo

'
Xo
'
Zo

=
=
=

-0.1581 Z1+0,0986 Z2+0.1654 Z5-0.4099

Zs

(Equation 13)

20.7539-0.1200 X5

(Equation 14)

Zs

(Equation 15)

-0.3805

The minimum causal model required to explain the facts above is presented in
Figure

i.

The several dimensions individually (dimension Xi) have both a direct

relationship and an indirect relationship with job involvement.
relationship wais through recognition to job involvement.

The indirect

When all other variables in

Table 14
Correlation Matrix of Staff Management Dimensions
With One-Tailed Test of Significance
Below Correlation Coefficient*
SM •
SCALE 1
Organization
(SM Scale 1)

1.000

Domination
(SM Scale 2)
Communication
(SM Scale 3)
Membership
(SM Scale 4)
Integration
(SM Scale 5)
Recognition
(SM Scale 6)
Representation
(SM Scale 7)
Production
(SM Scale 8)
Invitation
(SM Scale 9)

*P<.00

= .0005 or less

SM

SM

SM

SM

SM

SM

SCALE2

SCALE 3

SCALE4

SCALE 5

SCALE 6

SCALE 7

SM
SCALES

SM
SCALE 9

.073
.243

.783
.000

.678
.000

.753
.000

.655
.000

. 611
.000

.411
.000

.488
.000

1.000

.025
.406

.009
.464

.154
.070

.168
.052

.022
.417

.379
.000

.321
.001

1.000

.839
.000

.768
.000

.758
.000

.745
.000

.486
.000

.451
. 000

1.000

.728
.000

.653
.000

. 712
.000

.400
.000

.402
.000

1.000

.703
.000

.759
.000

.445
.000

.529
.000

1.000

.746
.000

.560
.000

.563
.000

1.000

.423
.000

.409
.000

1.000

.505
. 000
1.000

-...J

I\)
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~i----------------

Dimension (X .1

""

Recognition (X

J -----)Job

"~

Involvement (X 0 )

Figure 2
Three Variable General Models of Effects
of Dimension Xi on Job Involvement
(X0 ) via Recognition (X6 )

the full set of management activities were adjusted, the direct association approached
zero. The basic question suggested by the model represented by Figure 2 was: What is
the effect of recognition on job involvement after the direct and indirect effects of
dimension Xi have been removed?

If the effect of recognition was lower, this

demonstrated indirectly the total effect of dimension Xi on job involvement. If the effect
of recognition was higher, dimension Xi was a variable which suppressed the effect of
recognition on job involvement.
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Table 15 shows the results of the analysis based upon the model represented by
Figure 2.

Removing the effects of management organization activity showed recognition

activity to contribute a little over 6 percent to the variance of job involvement.
Organization activity contributed directly and mixed with recognition about 8.3 percent
to the variance of job involvement.

When

the

direct

and

indirect effects of

management domination activity were removed, the effect of recognition was increased
rather than lowered.

As the most efficient single predictor, recognition contributed

about 14.5 percent of the variance in job involvement.

Removing the effects

domination increased the contribution of recognition to 15.5 percent.

of

Domination

was counterproductive if staff job involvement was in a service department or
university objective.

When management communication

activity on

the direct and

indirect levels was removed, recognition contributed only 4.3 percent of the variance in
job involvement.

Communication activity contributed about 10.2 percent ot the

variance of job involvement via recognition.

When the direct and indirect effects of

management membership activities were removed, recognition accounted for slightly
more than half of the 14.5 percent it did in its bivariate association with job
involvement.

The removal of the effects of integration activity lowered recognition

activity's contribution to 9.7 percent.

When representation activities' effects were

removed, recognition contributed about 8.7 percent. The direct and indirect effects of
the other output variables were also clearly indicated.
Degree of job involvement was affected by the situation defined by the

staff

management environment. Recognition was central to a high degree of job involvement.
Recognition is one of the three outputs of any human or non-technological system. The
other two· important outputs are production and change.

All of the management

Activities in this analysis had significant effects of degree of job involvement, but most
of these effects were indirect and through recognition of staff members.

Sex, Age and the Situation

In this section, the combined effects of Sex and Age and of Sex, Age and the nine
dimensions of staff-management environment taken individually are considered.

,..
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Table 15
Semi-partials Squared of Recognition Activity (X 16 )
and Job Involvement (X 0 ) with Environmental
Dimension (Xj) Removed (N:95)

Semi-partial
Square

P<

Ro(6.I)

x· Effect

R 2o(6.1)

.0615

.01

-.2480

R2o(6.2)

.1548

.0005

-.3934

R 2 o(6.3)

.0428

.025

-.2069

.1020

2
R o(S.4)

.0966

.005

-.2740

.0697

2
R 0(6.S)

.0966

.001

-.3108

.0482

2
R o(6.7)

.0868

.0025

-.2946

.0580

2
R 0(6.8)

.0855

.0025

-.2924

.0593

R2 o(6.9)

.0947

.001

-.3079

.0501

P<
2

R o.96

.1448

Where Xi=
X1 = Organization
X2 = Domination
X3 = Communication
X4 = Membership

.0002

Ro.6

-.380

X5 = Integration
X7 = Representation

Xa = Production
Xg = Initiation

.0833
-.0100
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Table16 provides a summary of the most important data about the bivariate
relationships between the degree of job involvement and sex, age, organization (X 1),
domination (X 2 ), communication (X 3 ), membership (X 4 ), integration (X 5 ), recognition
(X 6 ),

representation

(X 7 ),

production (Xs), and initiation (Xg).

Table 16
Summary Multiple Classification Analysis of the
·Association Between Job Involvement and
Independent Variables

Variables+
Category

N

Unadjusted
Dev n
Statistic

P<

Percent Var of
X0 Explained

Eta

Factor (Wj)
Sex (W1)
Male
Female

95
18
77

Age (W2)
39 or over
40 or over

41

54

Covariate (Xi)

.21

.030

4.4

.21

.030

4.4

8.7
0.2

-.95
.22

-.53
.40
Roi

X1

94

X2
X3
X4
Xs

94

-.295
.044

.002
.338

94

-.324

94

-.265
-.227

.0005
.005

Xs

94
94

X7

Xe
Xg
JIS Scores
Grand mean

= 15.67

.014

10.5
7.0
5.2

-.381

.0002

14.5

94

-.247

.0005

6.1

94

-.247

.0005

6.1

94

-.224

.015

5.0

77

All the independent variables, except domination (X 2 ), indicated statistically
sign ificant associations with degree of job involvement and therefore accounted for
significant amounts of job involvement among university service department staff
members. The degree of association between the categorical variables, sex and age, was
expressed

using

Eta, which is always positive.

The non-categorical covariates or

independent variables had their degree of individual association with job involvement
expressed by the product-moment or bivariate correlation

coefficient (roi) .

The sign of the coefficient as shown in the table is the direction of the measured
association between the independent variable and job non-involvement.

Recognition

(X 6 ), for example, showed a negative .381 correlation and is to that extent was

positively correlated with degree of jobinvolvement.
Table 17 presents the degree of association of sex and age with job involvement,
unadjusted first.

The association of sex and age adjusted for each other secondly, and it

presented the proportion of the variance in job involvement explained by sex and age,
jointly.
Males tended to be more job-involved than females when sex was unadjusted for age
and when sex was unadjusted for age and when sex is adjusted for age. Persons aged 39
or under indicated some tendency to be more job-involved than did persons in the 40 and
over age group.

Considered jointly, sex and age indicated a multiple correlation with

job involvement of .304 and together account for 9.2 percent of the variance in Job
Involvement. This amount was less than one-half of a percentage point (.4) more than
the two categories unadjusted for each other (8.8).

Adjusted Dimensions
It was hypothesized that sex.age and each of the nine dimensions (Xj) would be as
follows:
HR15:

When adjusted for sex and age, the association between dimension Xi (any
of the particular management activity variables) and degree of Job
Involvement will be associated.
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H 015:

When adjusted for sex and age, dimension Xi will not have an effect on
degree of job involvement that is different from zero at a statistically
significant level.

(A covariance model in which sex and age are factors

and dimension Xi is the covariate will not account for an amount of job
involvement that is different from zero at a statistically significant level
of .05 or less [P>.05).)
Table 17
Multiple Classsification Analysis of the Association
Between Job Involvement (X 0 ) by Sex and Age
Unadjusted
Factor+
Category

N

Unadjusted
Dev'N Statistic

Pc

for Factors
Dev'N Statistic

Pc

Et■o.j

Sex (S)
Male
Female

95
18

.21

77

Age(A)
39 or
under

41

40 or
over

54

-.53

.031

.22

.031

.092

.043

.23
.21

95

.22
-.99

.22
.030

-.64

.40

.304

Ro.sa

JIS Scores
Grand mean

.030

-.95

= 15.67

This general model of the relationship of sex, age and the particular dimensions
(Xi) was tested nine times.
management activity variables.

There was a test for each of the nine dimensions or

79

Table 18 indicates that the model with dimension X1 or organization activity was
significant at the .001 level or less.

When adjusted for sex and age, management

organization scores were associated with degree of job involvement at a statistically
significant level of .003 or less.

The null hypothesis which was by construction

presented in the general model, was rejected.

When adjusted for sex and age,

organization continued to have a significant direct effect on amount of job involvement.

Table 18
Analysis of Variance of (JISCALE) Job Involvement
by Sex and Age with (SMSCALE 1)
Organization Subscale

Source of Variation

Sum of
Squares

DF

Mean
Square

F

Significant
of F

Main Effects
Sex
~

41.909
21.851
21.805

2
1
1

20.955
21.851
21.805

5.101
5.319
5.308

.008
.023
.024

Covariate
SMSSCALE1

38.546
38.546

1
1

38.546
38.546

9.383
9.383

.003
.003

2-Way Interactions
Sex
fvJe
Explained

4.712
4. 712

1
1

4. 712
4. 712

1.14 7
1.14 7

.287
.287

85.167

4

21 .292

5.183

.001

Residual

369. 717

90

4.108

Total

454.884

94

4.839

Covariate

Regression Coefficient
Raw
Standardized
SMSCALE 1
-.056
-.2983

Table 19 shows that the model with dimension X2 or domination activity was
significant at the .043 level.

Domination

did

not contribute to the significance of

►
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this model.

Domination's significance level was .915.

Most of the models' .043

significance was due to the joint association of sex and age which had a significance for
main effects of .012.

The finding with respect to domination was consistent with the

finding reported in the sections above.

Domination was insignificantly bu·t negatively

associated with job involvement directly.

The null hypothesis,

construction, present in the general model, was not rejected.

which was by

When domination Activity

was adjusted for sex and age, domination continued to be negatively and insignificantly
associated in its individual and direct relationship to job involvement.
Table 20 presents the model with communication activity as dimension

x3.

The

model was statistically significant at the .001 level or less. When adjusted for sex and
age, communication was significant at the .002 level or less.

Communication was

significantly associated with degree of job involvement before the adjustments for sex
and age. The null hypothesis, which was by construction presented in the general model,
was is rejected. Communication continued to have a statistically significant direct effect
on degree of job nvolvement.
Table 19
Analysis of Variance of Job Involvement Scale
Scores by Sex and Age with (SMSCALE 2)
Subscale Scores

Source of Variation

Main Effects
Sex
~

Covariate
SMSCALE2
2-Way Interactions
Sex Age
Explained
Residual
Total

Sum of
Squares

DF

41.909
21.851
21.805

2
1
1

20.955
21.851
21.805

4.620
4.818
4.808

.012
.031
.031

.052
.052

1
1

.052
.052

.011
.011

.915
.915

4.734
4.734

1
1

4.734
4.734

1.044
1.044

.310
.310

46.695

4

11.674

2.574

.043

408.189

90

5.535

454.884

94

4.839

Covariate
Raw Regression Coefficient
SMSCALE 2 .015

Mean
Square

F

Significant
of F
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Table 20
Analysis of Variance of Job Involvement Scale
Scores by Sex and Age with (SMSCALE 3)
Communication Subscale Scores

Sum of
Source of Variation

Mean
Square

F

Significant
of F

Squares

DF

Main Effects
Sex
Pg3

41.909
21.851
21.805

2
1
1

21.851

5.117
5.336

21.805

5.325

.008
.023
.023

Covariate

40.040
40.040

1
1

40.040
40.040

9.778
9.778

.002
.002

4.3n

1
1

4.377
4.377

1.069
1.069

.304

4.377
86.327

4

21.582

5.270

.001

368.557

90

4.095

454.884

94

4.839

SMSCALE3

2-Way Interactions
Sex Age
Explained
Residual
Total

20.955

.304

Covariate

Regresion Coefficient
Raw
Standardized
SMSCALE 3
-.045
-.3007

Table 21 indicates the model with dimension

x4

or membership activity.

model was statistically significant at the .002 level or less.

The

Management membership

activity scores were statistically significant at the .005 level or less after they were
adjusted for sex and age. Membership was significant before such activity was adjusted
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for these factors.
general model,

The null hypothesis,

was rejected.

which was by construction presented in the

Management membership activity continued to have a

direct association with degree of job involvement.
Table 22 presents the results of the posited model with dimension

x5

or

Integration. The model was significant at the .003 level or less. Management integration
activity subscale scores, after adjustments had been made for sex and age,

were

associated significantly with degree of job involvement at the .012 level or less.
Management activity in the integration area was significant before such adjustments
were made.
model,

The null hypothesis, which by construction was presented in the general

was rejected.

Management integration activity continued to be positively

associated with degree of job involvement.
Table 21
Analysis of Variance of Job Involvement Scale
Scores by Sex and Age with (SMSCALE 4)
Membership Subscale Scores

Sum of
Source of Variation

Main Effects
Sex

k,13
Covariate
SMSCALE4
2-Way Interactions
Sex
Age
Explained
Residual
Total

Covariate

Mean
Square

Significant
of F

Squares

DF

41.909
21.851
21.805

2
1
1

20.955
21.851
21.805

5.020
5.235
5.224

.009
.024
.025

34.058
34.058

1
1

34.058
34.058

8.160
8.160

.005
.005

3.266
3.266

1
1

3.266
3.266

.783
.783

.379
.379

79.234

4

19.808

4.746

.002

375.650

90

4.174

454.884

94

4.839

Regression Coefficient
Raw
Standardized
SMSCALE 4
-.072
-.2821

F
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Table 23 presents the results of the model with management recognition activity
subscale scores as dimension

x6.

The model was statistically significant at the .0005

level or less. Adjusted for sex and age, management, recognition activity was significant
at the .0005 level or less. Management recognition, considered alone, was the most important variable among the nine dimensions of the staff-management environment before
such adjustments were made. The null hypothesis, which by construction was presented
in the general model, was rejected.

Management recognition activity continued to have

a statistically significant direct association with degree of job involvement.

Table 22
Analysis of Variance of Job Involvement Scale
Scores by Sex and Age with (SMSCALE 5)
Integration Subscale Scores

Source of Variation

Main Effects
Sex

kJ3
Covariate
SMSCALE5
2-Way Interactions
Age
Sex
Explained
Residual
Total

Covariate

Regression
Raw
SMSCALE 5
-.069

Sum of
Squares

DF

41.909
21.851
21.805

2
1
1

20.955
21.851
21.805

4.946
5.157
5.146

.009
.026
.026

27.810
27.810

1
1

27.810
27.810

6.564
6.564

.012
.012

3.835
3.835

1
1

3.835
3.835

.905
.905

.344
.344

73.554

4

18.389

4.340

.003

381.330

90

4.237

454.884

94

4.839

Coefficient
Standardized
-.2513

Mean
Square

F

Significant
of F
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Table 23
Analysis of Variance of Job Involvement Scores
by Sex and Age with (SMSCALE 6)
Recognition Scores

DF

43.986
24.831
20.166

2
1
1

- 21.993
24.831
20.166

5.832
6.584
5.347

.004
.012
.023

Covariate
SMSCALE6

63.318
63.318

1
1

63.318
63.318

16.790
16.790

.000
.000

2-Way Interactions
Sex Age

10.164
10.164

1
1

10.164
10.164

2.695
2.695

.104
.104

117.467

4

29.367

7.787

.000

453.106

93

4.872

Main Effect
Sex

k,13

Explained
Total

Covariate

Regression
Raw
SMSCALE 6
-.122

Mean
Square

Significant
of F

Sum of
Squares

Source of Variation

F

Coefficient
Standardized
-.2983

Table 24 shows the data from the analysis of the model,
dimension

x7.

with representation as

The model was significant at the .002 level or less. After adjustments for

sex and age, management representation activity scores were associated with degree of
job involvement at a statistically significant level of .01 0 or less.

Representation was

significar:it when such activity was not adjusted for sex and age. The null hypothesis ,
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which was by construction presented in the general model, was rejected.

Management

representation activity continued to have a direct and statistica lly significant
relationship with degree of job involvement.
Table 25 presents the result of the model with management production activity as
dimension

x8 .

The model was significant at the .002 level or less. With sex and age

adjustments have been made, the relationship of management production subscale scores
to degree of job involvement was statistically significant at the .015 level or less.
Management production activity was statistically significant in its relationship to degree
of job involvement before these adjustments were made.
Table 24
Analysis of Variance of Job Involvement Scale Scores
by Sex and Age with (SMSCALE 7)
Representation Subscale Scores

Sum of
Source of Variation

Main Effects
Sex

lv;TJ
Covariate
SMSCALE7
2-Way Interactions
Sex
Age
Explained
Residual

Total

Covariate
SMSCALE 7

Squares

Mean
DF

Significant
Square

F

of F

41.909
21.851
21.805

2
1
1

20.955
21.851
21.805

4.978
5.191
5.180

.009
.025
.025

29.079
29.079

1
1

29.079
29.079

6.9008
6.908

.010
.010

5.057
5.057

1
1

5.057
5.057

1.201
1.201

.276
.276

76.046

4

19.011

4.516

.002

378.839

90

4.290

454.884

94

4.839

Regression Coefficient
Raw
Standardized
-.061
-.2569
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Table 25
Analysis of Variance of Job Involvement Scale Scores
by Sex and Age with (SMSCALE 8)
Production Subscale Scores

Sum of
Source of Variation

Main Effects
Sex

kJa
Covariate
SMSCALE8
2-Way Interactions
Sex
Age
Explained
Residual
Total
Covariate
SMSCALE 8

Mean
DF

Squares

Square

Significant
F
of F

41.909
21.851
21.805

2
1
1

20.955
21.851
21.805

4.975
5.188
5.177

.009
.025
.025

25.944
29.944

1
1

25.944
25.944

6.159
6.159

.015
.015

7.935
7.935

1
1

7.935
7.935

1.884
1.884

.173
.173

75.789

4

18.947

4.498

.002

379.095

90

4.212

454.884

94

4.839

Regression Coefficient
Raw
Standardized
-.094
-.2386

The null hypothesis, which was by construction presented in the general model,
was rejected. The production-oriented activity of management continued to have a direct
and statistically significant association with degree of job involvement.
The final test of the model presented in HR15 and Ho15 is presented in Table 26.
In this test, management initiation activity subscale scores represented dimension
The model was significant at the .004 level or less.
subscale scores, when adjusted for sex and age,

x9.

Management integration activity
were statistically significant in its

association with degree of job involvement at the .024 level or less. This dimension of
the staff-management environment was significantly associated with degree of job
involvement

before being

adjusted

for the

sex and age of service department staff
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members.
model,

The null hypothesis,
was rejected .

domination,

which by construction was presented in the general

Initiation activity, like all the other dimensions except

continued to have a direct and positive and statistically significant direct

association with degree of job involvement.

Table 26
Analysis of Variance of JISCALE Job Involvement Scale
Scores by Sex and Age with (SMSCALE 9)
Initiation Subscale Scores

Sum of
Source of Variation

Main Effects
Sex
~

Covariate
SMSCALE9

Mean
Squares

OF

41.909
21.851
21.805

2
1
1

20.955
21.851
21.805

4.902
5.112
5.101

.010
.026
.025

22.690
22.690

1
1

22.690
22.690

5.308
5.308

.024
.024

5.574
5.574

1
1

5.574
5.574

1.304
1.304

.257
.257

70.174

4

17.543

4.104

.004

379.095

90

4.212

454.884

94

4.839

2-Way Interactions
Sex
Age
Explained
Residual
Total
Covariate
SMSCALE 8

Square

F

Significant
of F

Regression Coefficient
Raw
Standardized
-.092
-.2253

Combined Effects
T!le·combined effects of sex, age and each of the nine staff-management dimensions
(Xj) considered alone are presented in the following hypotheses and general model.

HR 1 6:

The combined effects of sex, age and dimension Xi (any of the particular
management activity variables) will account for a significant amount of
job involvement.
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Ho15:

The combined effects of sex, age and dimension Xi will not account for an
amount of job involvement that is different from zero. (R 2o.1 sa will not
be statistically significant [P>.05].)

Table 27 presents the several tests of this hypothesis and the general model. All of
the nine management activity variables when considered individually and in combination
with sex (S) and age (A) accounted for statistically significant amounts of job involvement. Domination

x2 did

not add any amount of job involvement over that accounted for

by the combined effects of sex and age (9.2%).

With the recognition and the sex-age

combination, about 24 percent of the variance in degree of job involvement was
accounted for.

One learns from the section above that this 24 percent contains some

indirect effects of the other staff-management dimensions.
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Table 27
Correlation Order Squared Coefficient and
Percent of Variance in Job Involvement
(X 0 ) Explained (N:94)

Correlation
Order Squared*

Correlation
Coefficient (R)

Percent Variance of X 0
Explained 100 (R2)

P<

R2o.s

.21

4.4

.030

R2o.a

.21

4.4

.030

R2o.sa

.304

9.2

.043

R2o.1sa

.421

17.7

.001

R2o.2sa

.304

9.2

.043

R2o.3sa

.424

18.0

.001

R2o.4sa

.409

16.7

.002

R2o.5sa

.391

15.3

.003

R2o.6sa

.487

23.7

.005

R2o.7sa

.395

15.6

.002

R2o .8sa

.386

14.9

.002

R2o.9sa

.377

14.2

.004

*Where: S = Sex
A=Age

►

CHAPTER 5
SUMMARY, CONCLUSIONS IMPLICATIONS
AND RECOMMENDATIONS

This was a study of job involvement in support services areas of higher education.
The population of the study consisted of staff members in the Business Office, the
Library, the Financial Aid Office, and the Student Services Department on four campuses
of two state supported universities located in the Gulf-Coast area of Texas.
Questionnaires were distributed 66.5 percent of the 191 persons in the source
population.

Ninety-five anonymous questionnaires were returned, thus to providing a

49.7 percent operating sample.
The basic research problem or question was:

Given selected personal

characteristics to support service staff members and selected situational characteristics
as perceived by staff members, what set of variables most effectively will account for
the variations in the degree to which staff members are involved in their respective
jobs?

After a review of the literature, fourteen variables which had been used largely

in studies outside of higher education were identified as central to the understanding of
the operational dynamics of productive systems in general. These included two groups of
variables.

The first group related to certain characteristics of the units work force:

sex, age, level of education, and length of time in the job. The second group consisted of
variables which reflected the environment in which production took place, in this case,
the production of support services.
Management functions must deal with the organizational structure and its
maintenance in order to meet production goals and to
objectives of rewards in their several forms.
management functions were:

meet personal employees'

The variables which reflected these key

organization, domination, communication, membership,

integration, recognition, representation, production, and initiation.

These functions or

activities of management were defined by the subscales of the Leadership Behavior
Description Questionnaire. The perceptions of staff members with certain identifiable
characteristics of the ways in which management executed relevant functions were
posited

to

contain the answers to five subquestions implied in the basic research
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problem . Variance in job involvement, defined by the six-item form of the Lodahl and
Kejner scale was to be accounted for theoretically by the following general hypothesis :
Sex, age, level of education , length of time in current job and the employee-management
interaction environment via its several dimensions are differentially associated with job
involvement among members in higher education support services departments.

SUMMARY
The basic research question generated five subquestions. Each question led to one
or more research hypothesis which were

tested using the relevant statistical or null

hypotheses.

01 :

Given job involvement as the dependent variable and given sex, age, level of
education and length of time in current job as independent categorical
variables · and analyzing each relationship separately, do the mean job
involvement scores in each category of the independent variable being
analyzed differ from one or more of the other categorical means of the same
variable and from the grand job involvement score mean and does each
factor account for a significant amount of job invovlement?

HR 1 : Ignoring all other probable influences, when sex and age are considered in
an analytical model, they each, on the average have, significant effects on
degree of job invovtement.
This hypothesis was confirmed. The model was significant at the .019 level or less.
The main effects of sex and age on job involvement were significant at the .012 level or
less and their individual effects were significant (P>.030).

Eta indicated that each

variable accounted for 4.4 percent of the variances in Job Involvement
H R2 : Ignoring all other probable influences, when level of education and length of

time in current job are considered in an analytical model, neither has a
significant direct effect on degree of job involvement.
The hypothesis was confirmed. Neither level of education nor length of time in
current job had a statistically significant effect on degree of job i problem. Variance in
job involvement,

defined by the six-item form of the Lodahl and Kejner scale was to be
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accounted for theoretically by the following general hypothesis:

Sex, age,

level of education, length of time in current job and the invovlement. The
analysis of variance model was not statistically significant (P>.662) .
Q2:

Given job involvement as the dependent variable and given sex, age, level of
education and length of time in current job as the only factors or
independent variables, when the factors are considered in subsets, do the
individual factors in the selected subset have significant effects on the
degree of job involvement after all other factors in the selected subset are
held constant?

H R3 :

Ignoring all other probable influences, sex, age, and level of education
jointly are associated with degree of job involvement; but individually sex
and age are associated and level of education is not associated.

The hypothesis was not confirmed. When level of education was introduced into an
analysis of variance model not only did it remain insignificantly associated with job
involvement,

but sex became statistically insignificant (from P<.030 to P<.103) and

significance of age was enhanced (from P<.030 to 0<.017).
H R 4 : Ignoring all other probable influences, sex, age, and length of time in
current job jointly are associated with degree of job involvement; but
individually sex and age are associated, and length of time in current job is
not associated.
The hypothesis was confirmed. When length of time in current job was introduced
into the analysis of variance model,

sex and age remained statistically signficant in

their association with job involvement at .023 and .032,

respectively.

Length of time

in current job remained insignificantly associated with job involvement , but it had
slight influences on the effects of sex and age.
Q3:

Given job involvement as the dependent variable and given the nine
dimensions of the staff-management environment, what is the degree,
direction and nature of the association between Job Involvement Scores and
each dimension and what amount of variance is explained by each direct
relationship?

Nine research hypotheses were formulated and tested in order to answer question
three.

Research hypothesis five was the first of this set.
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H R3: Management organization activity scores (SMSCALE 1) are positively associated with degree of job involvement.
The hypothesis was confirmed. The bivariate correlation coefficient indicated that
organization was positively and significantly associated with degree of job involvement
at the .002 level or less. Organization accounted for 8.70 percent of the variance in job
involvement, when viewed in its direct relationship.
H Rs:

Management domination activity scores (SMSCALE 2) are negatively
associated with degree of job involvement.

The hypothesis was not confirmed. The direction of the observed association was
negative, but the degree of the direct association was not statistically significant
(P<.338).
H R7 :

Management communication activity scores (SMSCALE 3) are positively
associated with degree of job involvement.

The hypothesis was confirmed. The direction of the association was positive, and
the degree of association was statistically significant (P<.001 ).

Communication

accounted for 10.5 percent of the variance in job involvement in this direct
relationship.
H Rs: Management membership activity scores (SMSCALE 4) are positively
associated with degree of job involvement.
The hypothesis was confirmed. The direction of the association was positive and
the degree of the association was statistically significantly (P<.005). Seven percent of
the variance in job involvement was accounted for by this direct relationship.
H Rg: Management integration activity scores (SMSCALE 5) are positively
associated with degree of job involvement.
The hypothesis was confirmed. The direction of the association was posi_tive and
the degree of the association was statistically significant (P<.014).

Integration

accounted for about 7.2 percent of the variance in job involvement through this direct
relationship.

HR 1 0: Management recognition activity scores (SMSCALE 6) are positively
associated with

degree of job nvolvement.
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The hypothesis was confirmed. The direction of the association was positive and
the degree of the job involvement was highly significant (P<.002) . About 14.5 percent
of the variance in job involvement was accounted for by this relationship.
HR 11 :

Management representation activity scores (SM SCALE 7) are positively
associated with degree of Job Involvement.

The hypothesis was confirmed. The direction of the association was positive, and
the degree of the association was significant (P<.008). Six percent of the variance was
explained by this direct association.
H R12:

Management production activity scores (SMSCALE 8) are positively
associated with degree of job involvement.

The hypothesis was confirmed. The direction of the association was positive and
the degree of the association was statistically significant (P<.008). The amount of job
involvement variance accounted for by this direct association was six percent.
• H R13: Management initiation activity scores (SMSCALE 9) are positively

associated with degree of job involvement.
The hypothesis was confirmed. The direction of the association was positive and the
degree of the association was statistically significant (P<.008). The variance accounted
for directly was five percent. All the dimensions had positive associations with degree of
job involvement, all except domination. All the dimensions had a degree of association
which was higher in statistical signficance than was the established criterion (P<.05),
all except domination. Recognition explained more job involvement variance than it did
other dimensions.
Q4:

Given job involvement as the dependent variable and given the nine
dimensions of the staff-management environment as the only independent
variables, what are the direction and amount of unit change in each of the
independent variables when all other variables are held constant, what is
the degree of association between job involvement and the nine dimensions
as a set and what subset of the nine dimensions explains a significant
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amount of variation in job involvement scores without significantly lowering the
multiple correlation coefficient from the level obtained with the complete set of
dimensions.
HR 14 : The additive effects of those management activities which are associated
individually with job involvement will collectively in multiple · regression
be associated with degree of job involvement.
The hypothesis was not confirmed but the multiple regression analysis provided
information leading to a clearer understanding of the relationship between job
involvement and the individual dimensions.

The multiple regression containing all nine

independent variables was significant (P<.043). Recognition was the only variable that
was shown to be statistically significant from the general equation through backward
deletions to a bivariate equation. The difference between the variance explained by the
general equation and the resulting bivariate equation was not significant. An effect model
was constructed in which dimension Xi was posited to have both a direct and an indirect
effect on job involvement. That the other eight variables had indirect associations with
job involvement was confirmed. When the negative effects of domination were removed,
an additional percentage point of job involvement was explained.
Q5:

Given job involvement as the dependent variable, given a single dimension
of the staff-management environment as a covariate in each of several
models, and given sex and age as factors, what is the effect of the covariate
after adjustments have been made for the factors in the particular model
and what is the amount of variance explained by each model?

HR 15 : When adjusted for sex and age, dimension Xi (any of the particular
management activity variables) will be associated with degree of job
involvement.
This hypothesis (or model) was confirmed nine times.

Each of the nine

dimensions was statistically significant in its relationship to degree of job in a direct
manner, ·a11 except domination.

H R1 6:

The combined effects of Sex, Age and dimension Xi (any of the particular
management activity variables) will account for a significant amount of
job involvement.
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The hypothesis (or model) was confirmed nine times. Men tended to be more jobinvolved than did females.

Those 39 years of age and under tended to be more involved

than those who were 40 and over. The combined effects of sex and age amounted to 9.2
percent of job involvement.

Without controlling for the indirect effects of the other

dimension, recognition in combination with sex and age, explained more variance than
did any other dimension (24%).

Conclusions
Based on findings in the review of literature,

the researcher posited a general

theoretical ~ypothesis. From the results of this study, the researcher now presents the
same statement as a general thesis, followed by 14 sub-theses.
The general thesis is: Sex, age, level of education, length of time in current job and
the employee-management interaction environment via its several dimensions are
differentially associated with job involvement among members in higher education
support services departments.

The sub-theses are:

1 . Sex is associated with degree of job involvement.
2. Age is associated with degree of job involvement.
3. Level of education, while not directly associated with job involvement,
suppressed the effect of sex on job involvement.
4. Length of time in current job, while not directly associated with job
involvement, slightly enhanced the effect of age and slightly suppressed the
effect of sex.
5. Management organization activity primarily affects job involvement indirectly
through recognition activity.
6. Management domination activity has no direct effect on job involvement, but it
affects job involvement indirectly by suppressing the effect of recognition on
jobinvolvement.
7.

Management communication activity primarily effects job involvement indirectly through recognition activity.
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8. Management membership activity primarily effects job involvement indirectly
through recognition activity.
9. Management integration activity primarily effects job involvement indirectly
through recognition activity.
11 . Management representation activity primarily effects job involvement through
recognition activity.
1 2. Management production activity primarily effects job involvement through
recognition activity.
1 3. Management initiation activity primarily effects job involvement through
recognition activity.
1 4. Management recognition activity as the primary activity directed toward staff
members is the principal source of variation in job involvement.

Implications

The implications of this research have both theoretical and operational applications. The three implications discussed here are considered the most significant ones.
They are:
1 . The concepts and theoretical constructs utilized in this investigation had not
been used extensively before in higher education research. Instead, they have
had a wider use in understanding profit-making organizations.

However, this

research study establishes them as important in the operation of support
services in higher education and, thus, makes them more universal in their
theoretical importance or application.
2. Management activities,

which are normally viewed as driven by output of

services or material products and system maintenance, cannot be considered
primary functions at the expense of the recognition activity function.

A

-well-maintained and effective organizational structure while providing an
objective environment which contributes indirectly to job involvement,

is not

an adequate substitute for recognition specifically given in various forms to
staff members as a means of increasing their job involvement.
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3. The Management domination activity, while not directly associated with job
involvement, is nevertheless counterproductive, if increasing or maintain ing a
high level of job involvement is a concern.
research, the hard-driving,

While it was not a focus of this

drill-sergeant-dominator type of manager may

even be an indirect cause of lower production.

Recommendations

Three recommendations are madebased results revealed in this investigation. All
three focus on the need for further research. Specifically, the researcher recommends
that:
1.

Research be conducted which tests one of several probable causal models in
which job involvement is the depen~ent variable and the independent variables
include, but are not necessarily limited to,

the same list of independent

variables utilized in the present study;
2.

Research in which other system output variables such as production or
Initiation is the dependent variable and degree of job involvement is one of the
independent variables be undertaken; and

3.

Research using essentially the same design as the present study but
investigating the service areas beyond the scope of the present study be done.
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College of Business
1775 College Road
Columbus, OH 43210-1309
Phone 614-292-9300

U IVERSITY

February 9, 1989

Mr. Reginald Emukah
4931 Raven Ridge
Houston , TX 77053
Dear Mr. Emukah:
You h~ve our permission to use the LEADER
BEHAVIOR DESCRIPTION QUESTIONNAIRE for your dissertation.
Permission is also granted to change "He" to "Management "
in each item.
Please follow the guidelines in the attached
Statement of Policy.

erely youru

Roach
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1-1s. Bar t,a ra Ro a c h
Bu siness Research
Ohio State University
1 77 5 College Road
Co lumbus. OH 43210
Dear Ms.

Roa c h:

In reference to the Ohio Studies in Pers o nnel -- Le ade r Beha v i or:
Descriptions and Measurement . published in the Resear c h M0 n o graph number 88.
The Leadership
Behavior Description Ques ti0nnaire has been approved
for a studv on school manaf;emen t: .
T he
s tudv wc,u lp take pla ce at Texas So u ther n Universi ty in Hc,11st r~ n.
Te }:as .
Please. may
I be granted the
permission t c, us e th~ in -strument ?
Its

f'i' o r

y•:iur
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I

~nclose

a s~lf-addressed env~l op~ f e r

replv .
Also vour cooperation and suggestions in this study
much apprec iated.
Sincerely .

~07-'

Reginala Emukah
RE:dd
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4931 Raven Ridge
Houston, TX 77053
December 20, 1987

Dr. T. M. Lodahl
320 Central Road
Eastern Connecticut, CT 06612
Re:

Permission to Use the
Job Involvement Instrument

Dear Sir:
In reference to your study "The Definition and Measurement of Job Involvement"
published in the Journal of Applied Psychology Volume 49, Number I, 24-33, the
instrument developed by you and Kejner in the above study has been approved
for a job involvement study at Texas Southern University in Houston, Texas. Please,
may I be granted the permission to use the instrument?
For your convenience, I enclose a self addressed envelope for reply.
Your cooperation and suggestions in this study would be very helpful and
appreciated.
Sincerely,
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Reginald Emukah

RE:dd
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Doctoral Student
P. 0. Box 33214
Houston, Texas n033

March 20, 1989

Dr. William Franklin
President
Lamar University
4400 M. L. K. Parkway
P. 0. Box 10001
Beaumont, Texas 7771 O
Dear Dr. Franklin:
Re: Job Involvement Study

I am planning a research project under the auspices of the Department of Higher
Education and Administration at Texas Southern University for the purpose of
completing my dissertation. The prospective study addresses Job Involvement and
Staff-Management Relations in Higher Education Administration. Your school has
been selected to participate in this study.
Two instruments will be involved in the collection of responses from staff members.
The instruments are (1) Job Involvement Scale by Lodahl and Kejner (1965) and
(2) LBDQ -- Leadership Behavior Description Questionnaire from Ohio State
University.
I will be grateful if you will grant me permission to use your staff members for this
purpose. The privacy of the participants will be assured. A copy of the findings will
be made available to you.
A stamped, self-address envelope is hereby enclosed for your convenience.
cooperation and contribution to this project will be highly appreciated.
Sincerely yours,

Raginald Emukah
Doctoral Student

~ lnningham, Ed. .
Faculty Member Directing Dissertation
Enclosure

Your
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Doctoral Student
P. 0. Box 33214
Houston,Texas n033

March 20, 1989

Dr. Richard Padilla
Student Affairs
University of Houston-Downtown
1 Main Street, Suite 1011 N
Houston, Texas 77002
Dear Dr. Padilla:
Re: Job Involvement Study

I am planning a research project under the auspices of the Department of Higher
Education and Administration at Texas Southern University for the purpose of
completing my dissertation. The prospective study addresses Job Involvement and
Staff-Management Relations in Higher Education Administration. Your
school has been selected to participate in this study.
Two instruments will be involved in the collection of responses from staff members.
The instruments are (1) Job Involvement Scale by Lodahl and Kejner (1965) and
(2) LBDQ -- Leadership Behavior Description Questionnaire from Ohio State
University.
I will be grateful if you will grant me permission to use your staff members for this
purpose. The privacy of the participants will be assured. A copy of the findings will
be made available to you.
A stamped, self-address envelope is hereby enclosed for your convenience.
cooperation and contribution to this project will be highly appreciated.
Sincerely yours,

G~

=>

1~

Regin~ld Emukah
Doctoral Student

Enclosure

Your
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Doctoral Student
P. 0. Box 33214
Houston, Texas n033

March 20, 1989

Dr. J. E. Kerrigan
University of Houston-Downtown
1 Main Street, Suite 1011 N
Houston, Texas 77002
Dear Dr. Kerringan:
Re: Job Involvement Study

I am planning a research project under the auspices of the Department of Higher
Education and Administration at Texas Southern University for the purpose of
completing my dissertation. The prospective study addresses Job Involvement and
Staff-Management Relations in Higher Education Administration. Your
school has been selected to participate in this study.
Two instruments will be involved in the collection of responses from staff members.
The instruments are (1) Job Involvement Scale by Lodahl and Kejner (1965) and
(2) LBDQ -- Leadership Behavior Description Questionnaire from Ohio State
University.
I will be grateful if you will grant me permission to use your staff members for this
purpose. The privacy of the participants will be assured. A copy of the findings will
be made available to you.
A stamped, self-address envelope is hereby enclosed for your convenience.
cooperation and contribution to this project will be highly appreciated.
Sincerely yours,

Reginald Emukah
Doctoral Student

~ ,,,,.,P.1/ .t/unningham,

f

.D.

~ff/~~mber Directing Dissertation

Enclosure

Your
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Doctoral Student
P. 0. Box 33214
Houston,Texas n033

March 20, 1989

Dr. Don Smith
Vice President for Academic Affairs
University of Houston at Victoria
2302-C Red River
Victoria, Texas 77901

Dear Dr. Smith:
Re: Job Involvement Study

I am planning a research project under the auspices of the Department of Higher
Education and Administration at Texas Southern University for the purpose of
completing my dissertation. The prospective study addresses Job Involvement and
Staff-Management Relations In Higher Education Administration. Your
school has been selected to participate in this study.
Two instruments will be involved in the collection of responses from staff members.
The instruments are (1) Job Involvement Scale by Lodahl and Kejner (1965) and
(2) LBDQ -- Leadership Behavior Description Questionnaire from Ohio State
University.
I will be grateful if you will grant me permission to use your staff members for this
purpose. The privacy of the participants will be assured. A copy of the findings will
be made available to you.
A stamped, self-address envelope is hereby enclosed for your convenience.
cooperation and contribution to this project will be highly appreciated.
Sincerely yours,

Reginald Emukah
Doctoral Student
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~ lnningham, Ed.D.
~i1~/-~ember Directing Dissertation
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TO:

Ve ra Johnson
Virginia Allen
Jim Montgomery
,.__,...Roxann Jones

FROM:

cl oe F . Dahlstrom, Ph.D. '--\ ......-Director
0

DATE:

April 18, 1989

SUBJECT:

Questionnalre

I was contacted a couple of weeks ago abo ut assisting in a
survey.
I agreed , al though now I· m not fmre why . The re<111es t is
f o r four supervisory managers and me to complete and return
co pies of the attached questionnaire . Congratulations--for the
purposes of this questionnaire, ; you now are a "supervisory
manager."
When you complete the questionnaire, return it as requested .
Thanks!
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Doctoral Student
P. 0. Box 33214
Houston,Texas TT033

March 20, 1989

Mrs. Marianne Garrigus
Director of Personnel
University of Houston-Clear Lake
2700 Bay Area Boulevard
Houston, Texas 77058
Dear Mrs. Garrigus:
Re: Job Involvement Study

I am planning a research project under the auspices of the Department of Higher
Education and Adm inistration at Texas Southern University for the purpose of
completing my dissertation. The prospective study addresses Job Involvement and
Staff-Management Relations In Higher Education Administration. Your
school has been selected to participate in this study.
Two instruments will be involved in the collection of responses from staff members.
The instruments are (1) Job Involvement Scale by Lodahl and Kejner (1965) and
(2) LBDQ -- Leadership Behavior Description Questionnaire from Ohio State
University.
I will be grateful if you will grant me permission to use your staff members for this
purpose. The privacy of the participants will be assured. A copy of the findings will
be made available to you.
A stamped, self-address envelope is hereby enclosed for your convenience . Your
cooperation and contribution to this project will be highly appreciated.
Sincerely yours,

Q
Reginald Emukah
Doctoral Student

~ 4ningham, Ed. .
Faculty Member Directing Dissertation
Enclosure
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QUEST! ONNAIRE
DIRECTIONS:

These instruments (Job Involvement Scale and LBDQ) are intended to measure Job Involvement and Staff-management
Relations, respectively. Please give your candid opinion .
Your responses will remain anonymous. (Do not write your
name).

Please select the best response for each of the following:

A.

1.

Sex:
( ) Male
( ) Female

2.

Age:
( )
( )
( )
( )

3.

20-29 years
30-39 years
40-49 years
50 years and over

Educational Level:
( ) High School
( ) Bachelor s
( ) Masters
( ) Doctorate
1

4.

Length of time on this job:
( ) 0- 5 years
( ) 6-10 years
( ) 11-15 years
( ) 16 years and over

B.

1.
2.
3.
4.
5.
6.

1

Strongly
Agree
My major satisfaction in
life comes from my job.
The most important things
that happened to me involved
my work.
I am really a perfectionist
ab~ut my work.
I live, eat and breathe my
job.
I am very much involved
personally in my work.
Most things in life are more
important than work.

2

3
DisAgree Agree

4

Strongly
Disagree

1

2

3

4

1

2

3

4

1

2

3

4

1

2

3

4

1

2

3

4

1

2

3

4

5

2

3

4

1

2

3

4

5

1

2

3

4

5

1
1

2
2

3
3

4
4

5
5

1

2

3

4

5

1
1

2
2

3
3

4
4

5
5

1

2

3

4

5

1
1

2
2

3
3

4
4

5
5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1
1
1

2
2
2

3
3
3

4
4
4

5
5
5

1

2

3

4

5

1
1

2
2

3
3

4
4

5
5

1

Never Seldom Occasionally Often Always
1.

10.
19.

28.
37.
46.
55.
64.
73.
82.
91.
100.
109.
117.
125.

131.
136.
140.
143.
145.

Management plans its days• activities in detail.
Management has everything going according to
schedule.
Management meets with the staff at regular
scheduled times.
Management works without a plan.
Management assigns staff members to particular
tasks.
Management asks that staff follow organizational
lines.
Management figures ahead on what should be done.
Management maintains definite standards of perfonnance.
Management treats staff members like cogs in
a machine.
Management budgets its time.
Management sees that staff members have the
materials they need to work with.
Management shows staff how each job fits into the
total picture.
Management uses a standard method of evaluating
staff members.
Management sees to it that the work of staff
members are coordinated.
Management stresses orderly methods of doing the
job.
Management schedules the work to be done.
Management emphasizes the meeting of deadlines.
Management encourages the use of certain uniform
procedures.
Management gets staff approval on important matters
before going ahead.
Management lets the group set its own goals.
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1

2

1
1

2
2

3
3

4
4

5
5

1
1

2
2

3
3

4
4

5
5

1
1
1

2
2
2

3
3
3

4
4
4

5
5
5

1

2

3

4

5

1
1

2
2

3
3

4
4

5
5

1
1
1

2
2
2

3
3
3

4
4
4

5
5
5

1
1

2
2

3
3

4
4

5
5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

3

4

5

Never Seldom Occasionally Often Always
2.
11.
20.
29.
38.
47.

56.
65.
74.
83.
92.
101.
110.
118.
126.
132.
137.
141.

Management refuses to compromise a point.
Management rules with an iron hand.
Management speaks in a manner not to be
questioned.
Management uses its veto powers.
Management insists that everything be done
its way.
Management yields to others in a disucssion.
Management has staff share in making decisions.
Management changes the duties of staff members
without first talking it over with them.
Management encourages staff members to express
their ideas and opinions.
Management follows the guidance of the staff.
Management lets staff members do their work
the way they think best.
Management refuses to explain its actions.
Management acts without consulting the staff.
Management decides in detail what shall be
done and how it shall be done.
Management invites criticism of its acts
Management puts suggestions by the staff into
opera ti on.
Management regards what staff members do outside the group as of no concern to it.
Management gets staff approval on minor matters before going ahead.
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1

2

3

4

5

Never Seldom Occasionally Often Always
3.
12.
21.
30.
39.
48.
57.

66.
75.
84.
93.
102.
111.
119.
127.
133.
138.

Management makes its style clear to the staff.
Management seeks infonnation from staff
members.
Management is easy to understand.
Management keeps infonned about the work that
is being done.
Management keeps the staff infonned.
Management finds time to listen to the staff.
Management calls the staff together to talk
things over.
Management keeps well infonned about the
progress of the staff.
Management gives infonnation on how to do
things.
Management asks to be infonned on decisions.,
made by staff.
· ..
Management provides means for staff members
to colllllunicate with each other.
Management is aware of conflicts when they
occur among the staff.
Management gives advance notice of changes.
Management takes time to find out what the
staff is doing.
Management makes staff feel at ease when talki ng with them.
Management knows about when something goes
wrong.
Management lets staff know how they are doing.
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1

2

3

4

5

1
1

2
2

3
3

4
4

5
5

1
1
1

2
2
2

3
3
3

4
4
4

5
5
5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1
1

2
2

3
3

4
4

5
5

1

2

3

4

5

1

2

3

4

5

1
1

2
2

3
3

4
4

5
5
......
......
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1
2
3
4
5
Never Seldom Occasionally Often Always

(Continued)
142.
144.
146.
147.
148.
149.

Management knows who is responsible for each
job.
Management reports progress to the staff.
Management keeps informed on how staff think
and feel about things.
Management reports what is going on outside
the staff.
Management makes sure its part in the staff
is understood by staff.
Management lets staff members know what is
expected of them.

1
1

2
2

3
3

4
4

5
5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5
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4

5

3
3

4
4

5
5

2

3

4

5

1

2

3

4

5

1
1

2
2

3
3

4
4

5
5

1

2

3

4

5

1
1
1

2
2
2

3
3
3

4
4
4

5
5
5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1
1
1

2
2
2

3
3
3

4
4
4

5
5
5

1

2

3

1
1

2
2

1

Never Seldom Occasionally Often Always
Management relates favorably to staff members.
Management encourages friendly visitors.
Management encourages friendly jokes and comments from staff members.
25. Management sells the public on the importance
of the staff.
31. Management helps staff members with their
individual problems.
40. Management works right along with the staff.
49. Management encourages calling staff members
by their first names.
58. Management discusses university problems with
the staff.
67. Management keeps away from the staff.
76. Management calls staff by their first names.
85. Management looks out for the personal welfare
of individual staff members.
94. Management participates in social events with
the staff.
103. Management draws a definite line between itself
and the staff.
112. Management likes to associate with the staff
regardless of their positions.
120. Management treats the staff as equals.
128 . Management is friendly and approachable.
4.
13.
22.

......
......
m

3
1
2
Never Seldom Occasionally

Management encourages the staff members to work
as a team.
14. Management does little things to make it
pleasant to be a member of the staff.
23. Management sides with the same staff members
in cases of disagreement.
32. Management helps new staff members make adjustments.
41. Management asks for sacrifices from individual
staff members for the good of the entire staff.
50. Management encourages the staff to organize
social activities.
59. Management encourages understandings of points
of view of other staff members.
68. Management gives personal attention to staff
members who seem neglected.
77. Management puts staff welfare above anything
else.
Management
tries to stop rumors when they
86.
occur.
95. Management blames the same staff members when
anything goes wrong.
104. Management discourages individual criticisms
of staff behavior.
113. Management stresses the importance of high
morale among the staff.
121. Management helps members of the staff settle
their conflicts.
129. Management discourages staff members from pursuing their individual aims.
134. Management pits one staff member against another.
139. Management carriesout its promises.
5.

5
4
Often Always

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5.

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1
1

2
2

3

4

3

4

5
5

~
~
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4

1

2

3

1
1

2
2

3
3

4
4

5
5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1
1
1

2
2
2

3
3
3

4
4
4

5
5
5

1

2

3

4

5

1
1
1

2
2
2

3
3
3

4
4
4

5
5
5

1

2

3

4

5

5

Never Seldom Occasionally Often Always
6.
15.
24.
33.

42.
51.

60.
69.
78.
87.
96.
105.

114.
122.

Management expresses appreciation when a staff
member does a good job.
Management criticizes poor work.
Management compliments a staff member on his
work in front of others.
Management criticizes a staff member in front
of others.
Management sees that a staff member is rewarded
for a job well done.
Management criticizes staff members for small
mistakes.
Management reacts favorably to anything staff
members do.
Management anticipates its own perfonnance.
Management gives credit where credit is due.
Management 11 rides 11 the staff member who makes
a mis take.
Management notifies a staff member when he/she
does a particularly good job.
Management explains the reason for criticisms.
Management uses constructive criticism.
Management criticizes a specific act rather
than a person.
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1

2

3

4

5

Never Seldom Occasionally Often Always
7.
16.
34.
43.
52.
61.

70.
79.
88.

97.
106.
115.
12-3.

130.
135.

Management defends the staff against criticism.
Management makes outside contacts for the
staff.
Management stands up for the staff even if it
makes management unpopular.
Management speaks in public in the name of
its group.
Management seeks special advantages for the
staff.
Management takes the blame when outsiders
criticize the staff.
Management is spokesperson for the staff.
Management tries to keep the staff in good
standing with those in higher authority.
Management reverses its stand when it meets
outside opposition.
Management presents only its own point of view
to outsiders.
Management speaks favorably of the staff when
talking with outsiders.
Management backs up the staff in their actions.
Management contacts important people in an effort to help the staff.
Management uses its influence with outsiders
in the interest of the staff.
Management publicizes outstanding work of the
staff members.
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I.O

1

2

3

4

5

Never Seldom Occasionally Often Always
8.
17.

26.
35.

44.
53.

62.
71.

80.
89.
98
107.

Management encourages overtime work.
Management talks about how much should
be cone by the staff.
Management asks for more than staff can
get done.
Management encourages slow working staff
to greater effort.
Management sets an example by working
hard.
Management sees to it that staff members
are working up to capacity.
Management emphasizes the quantity of work.
Management lets staff members work at
their own speed.
Management emphasizes the quality of work.
Management advises staff to take it easy.
Management stresses being ahead of competi ng groups.
Management "needles" staff for greater
effort.
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Never Seldom Occasionally Often Always
9.
18.

27.
36.
45.
54.
63.

72.
81.

90.
99.
108.
116.
124.
150.

Management tries out its new ideas on the
staff.
Management stresses the need for new
practices.
Management follows routine to the letter.
Management waits for the staff to push
new ideas.
Management pushes new ways of doing things.
Management rejects suggestions for change.
Management changes its approach to meet
new situations.
Management suggests new approaches to
problems.
Management resists changes in ways of doing
things.
Management originates new approaches to
problems.
Management encourages staff members to start
new activities.
Management is fadt in getting things started.
Management is slow to accept new ideas from
staff members.
Management is willing to make changes.
Management tries to keep things as they are.
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